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ABSTRACT
The exploration of female professionals’ experiences within the realm of higher
education is steadily increasing, yet researchers have yet to analyze, much less include, Jewish
women. Following a qualitative intrinsic case study approach, this study assesses the lived
experiences of ten white Jewish women professionals to better understand how they engage in
the world of higher education differently than their non-Jewish counterparts. Using racial
formation theory and intersectional analysis as theoretical frameworks, the research examined
the current and historical literature on Jewish identity, the role of Jews and Jewish women in
higher education, and the relevant methodological research. The study discovered that Jewish
women higher education professionals (a) identify racially white based on the current sociopolitical landscape; (b) the participant’s intersectional identities impact their professional
identity; (c) four strategies were identified by the professionals to navigate academia.
Additionally, the research provides recommendations to better support Jewish women
professionals in the field, thus helping to inform institutional policies and practices in
postsecondary education. As a result, this examination fills a much-needed gap in the literature
providing a basis of knowledge for future scholars to explore this phenomenon.
Keywords: higher education, identity, intersectional analysis, women professionals, racial
formation theory
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CHAPTER 1: INTRODUCTION
Chapter 1 provides an overview of the study about the lived experiences of Ashkenazi
Jewish women professionals in higher education. This section will briefly discuss the purpose,
the researcher’s connection, the theoretical frameworks, methodology, topic literature, and the
study’s greater scope and significance.
Introduction
In life, it is crucial that we have conversations about identity even if it is uncomfortable.
The intersectionality of identities can cause internal struggles, “The struggle over which
differences matter and which do not is neither an abstract nor an insignificant debate among
women. Indeed, these conflicts are about more than difference as such; they raise critical issues
of power” (Crenshaw, 1991, p. 1265). This study specifically looks at the lived experiences of
Ashkenazi Jewish (of Central or Eastern European descent) women professionals in the field of
higher education.
For years, Jews were not seen as a minority by others, nor did they want to be (Biale,
1998; Resnick, 1996). They were more interested in assimilation and acculturation than
characterizing themselves as a distinct group (Biale, 1998; Gaynor, 2011; Kushner, 2009;
Resnick, 1996). Over the years, Jews have become more “culturally Jewish” deciding which
customs to participate in and when to attend synagogue (Phillips, 2010). Characterized as
“symbolic ethnicity,” Jews can decide how they wish to engage their Jewishness with the rest of
the world and when they want to profess their Jewish identity (Gans, 1976; Polgar, 2016).
Depending on the socio-political context, an Ashkenazi Jew may even lean more on one identity
than another. For instance, their perceived racial identity of “White.” In this way, Ashkenazi
Jews lack of identity disclosure allows them to walk in two worlds choosing when to showcase
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their affiliation as a member of the “tribe” or remain unidentified as a member of the majority
racial group (Glauz-Todrank, 2014; Singer, 2008).
Moreover, Ashkenazi Jews do not fit within the Black-White racial binary. The Bogardus
Social Distance Scale, a measurement that asks individuals to determine in what situations they
would accept different ethnic and racial groups, discovered that Jews were identified to be
between racial minorities and white ethnics (Phillips, 2017). In the United States, Ashkenazi
Jews have become hidden as they “blend in” with the rest of the population. Therefore, this
group goes unrecognized and/or studied by the field.
In the current socio-political climate, Jews have been singled out by both the right and the
left politically. On the right, the white supremacists focus on the idea that “Jews will not replace
us”as chanted at the Charlottesville, Virginia march in August 2017 (Markowicz, 2019). In
addition, Jews were targeted and murdered in the largest mass shooting at the Tree of Life
synagogue in Pittsburgh, Pennsylvania in 2018 (Robertson, Mele, & Tavernise, 2018). On the
left, there is Louis Farrakhan, an American religious leader and political activist who heads the
Nation of Islam with many celebrity followers promoting his views on their social media
platforms. Farrakhan is a known anti-Semite and blames Jews for manipulating the United States
government (Rosen, 2020). Additionally, Democratic Representative Ilhan Omar has shared
antisemitic rhetoric accusing Jews of “allegiance to a foreign country” (Markowicz, 2019).
Hence, the alternate right believes Jews are not white racially, and the far-left claims that Jews
are “whiter than white” and therefore evil because they monopolize industries due to their
economic and educational advantages. Groups in American society even single out Jews as
“different,” yet they are not recognized as a distinct group in multicultural curriculum. For
example, California K-12 schools proposed an ethnic studies program, yet failed to include Jews,

2

Judaism, or notions of anti-Semitism in the syllabi. For over a year, there has been much debate
and criticism regarding this omission. As of October 1, 2020, there is still no resolution and the
California Governor has asked the committee to once again review the proposal due to backlash
(Strauss, 2020).
Recognizing the intricacies of an individual’s Jewish composition, specifically Ashkenazi
Jewish women, is an area of study that needs further examination. Being able to understand this
population and why this group has become an “invisible minority” provides much needed
knowledge to the field.
Personal Connection to the Study
Throughout my educational journey, I always wondered why I did not see my identity as
an Ashkenazi Jewish woman represented in the literature as often as my non-Jewish
counterparts. For me, this study was about raising the voices of women in Jewish culture and
questioning why the experiences of Jewish women are relatively unknown. This examination is
even rooted in my Hebrew namesake, Hanna/Chanah, “Chanah is an acronym of the names of
three mitzvot (Challah, Niddah, and Hadlakat HaNer). In the Bible, Chanah was the mother of
Samuel and a prophetess. She is considered in Jewish tradition to be a role model for women”
(Rich, 2011, para. 19). “Mitzvah,” or the plural form of “Mitzvot,” is defined as commandments
that are considered to be good deeds. In Jewish tradition, the three mitzvot mentioned are
reserved only for women: “challah (separating a portion of dough), niddah (sexual separation
during a woman's menstrual period and ritual immersion afterwards), and nerot (literally,
"lights") or hadlakat ha-ner (literally, "lighting the lights")” (Rich, 2011).
As a Jewish American that “passes as white” living in the twenty-first century and a
doctoral candidate in a multicultural education institution that is devoted to social justice work, I
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found a turning point in my life as I began to question: What does race mean to me? I began
grappling with how and what my skin color says about my identity, while recognizing that I have
many privileges afforded to me based on the way I am perceived by others. So, what does this
entail? How do those of us that identify as Jewish and are perceived to be “white” use this
privilege? Focusing on this research was my way of shedding light on not only my story, but also
the stories of other Ashkenazi Jewish women professionals in the field of higher education and to
better understand the nature of our invisibility.
Thinking about my racial composition has become a constant question on my mind since
beginning my doctoral journey. This came to the forefront even more during one of the activities
in the Social Justice Education class during Summer 2016. We were asked, “If your skin could
speak, what would it say?” The question could have been interpreted any possible way and I
specifically remember thinking, “How does my white skin influence how others see me? Why
am I ashamed of my ghostly look?” I shared my thoughts with my colleagues in the course and
two of them questioned this perspective. One of them asked, “At what moment do you first recall
feeling ‘uncomfortable’ in your skin? How long have you felt this way? Do you remember when
the seeds of shame and guilt were planted? Would you say yes, if someone offered you a new
skin suit or would you enjoy the gift of yours?” and the other asked, “Do you get discouraged
that people see your skin color and ignore your beautiful heritage or ethnic background?” These
questions continued to ruminate in my mind as I progressed in my program wondering if this was
the topic for my dissertation. After further introspection, it became the focus of this study.
As an Ashkenazi Jewish woman and higher education professional, I feel as though I
have to choose which identity to present to the public in order to prove a point, not only to
others, but also to myself. In a way, I feel as though I live in two different worlds; thus, this
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study is deeply personal to me. When I walk into a room, my outward appearance and skin color
is of a “white” individual, yet when I self-disclose my Jewish identity, my white privilege shifts
and changes based on society’s perception of Jews, especially within the workplace. A goal of
this study was to provide further context and understanding regarding how and why this shift
occurs for Ashkenazi Jewish women within the field of higher education. To better understand
how identity impacts Jewish women, it was important to explore these experiences in relation to
their personal, academic, and professional lives specifically within the realm of postsecondary
education.
Problem Statement and Background
Women within professional roles in higher education have been on a steady rise, yet men
still make up the majority of top postsecondary administrators and faculty roles within the field.
The increase of women representation has been steady “since 1970, fueled by the women’s
movement, affirmative active, feminists, women’s strong work ethic and abilities, and the
goddess [woman] herself” (Wenniger & Conroy, 2001, p. 4). Likewise, even though the study of
women professionals within the realm of higher education is on the rise, researchers have yet to
analyze, much less include, Jewish women in the conversation.
Since Jews remain an invisible minority within most university American Studies and
Ethnic Studies programs, the role of Jewish women as postsecondary educational administrators
is often ignored. Due to the large representation of Jews in professions like entertainment, law,
and medicine, society tends to perceive this population as part of the dominant majority and to
have privileged identities (Glauz-Todrank, 2014; Levine- Rasky, 2008; Maizels, 2011).
However, little is known about this population within the field of higher education. Furthermore,
“minority status in America tends to be marked by race, not ethnicity or national origin,”
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therefore other ethnic minorities do not always relate to Jewish individuals as a “kindred
minority” (Resnik, 1996, p. 212). As noted by Sarna (1994), “Viewed through the prism of color,
Jewish Americans are no different from Irish or Italian Americans: they are just so many white
males and females" (p. 56). Within the realm of higher education, Jewish women, specifically of
Ashkenazi (or Central or Eastern European) descent, are an unidentifiable population compared
to Jewish women of color. Since they are able to “pass as white,” Ashkenazi Jewish women have
become invisible within the field.
Purpose of the Study
Jewish women, specifically those of Ashkenazi (Central/Eastern European) descent, are
often lumped into the category of “White women” due to their privilege of passing (Brodkin,
1998; Frankenberg, 1993; Freidenreich, 2007; Goldstein, 2006; Glauz-Todrank, 2014;
Kaye/Kantrowitz, 2010; Maizels, 2011; Singer, 2008; Schraub, 2019). This is an unfair
generalization as their experiences within academia are very different due to the multifaceted
role of what being Jewish means and how the socio-political climate impacts their professional
roles on campus (Burstyn & Bogad, 2009; Greenebaum, 1999; Horsburgh, 1993; Frankenberg,
1993; Freidenreich, 2007). This research study fills the gap in the literature on Jewish women as
higher education professionals and provides a foundation of knowledge for future scholars.
Following a qualitative intrinsic case study approach, this study assessed if Jewish
women engage in the world of higher education differently than their non-Jewish counterparts
and if so, why. Secondly, it aimed to identify areas of change or support needed for Ashkenazi
Jewish women to succeed in the field and to help inform institutional policies in postsecondary
education.
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Brief Review of the Nature of the Study and Research Questions
The purpose of this study was to examine the lived experiences of Ashkenazi Jewish
women who currently hold professional positions in postsecondary education. Data was collected
from current professionals in the field to better understand the individual’s characterizations and
expectations placed on them by family, society, culture, and themselves. It investigated the
relationship among gender, Jewish identity, leadership, education, race, and personal history
including factors beyond gender such as age, socio-economic class, and sexual orientation. The
questions that guided this study were:
1. How do Ashkenazi Jewish women professionals in higher education self-identify
racially and how do they think others perceive them?
2. Do personal identities (i.e. gender, race, Jewishness, age, socio-economic class, sexual
orientation, education) impact an Ashkenazi Jewish women’s professional identity in
higher education?
3. What strategies do Ashkenazi Jewish women professionals use to navigate through the
world of higher education and academia?
The first question was the primary research question guiding the study, while questions two and
three were ancillary. These questions were utilized to obtain data regarding experiences of
Ashkenazi Jewish women professionals in postsecondary education and to determine if their
intersectional identities impacted their role(s) on campus.
Brief Review of the Theoretical Frameworks
A brief overview of the theoretical frameworks used in the study is discussed in this
section. This study used racial formation theory to understand the racialization of Ashkenazi
Jewish women and intersectional analysis to help understand the differences among the women.
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Racial Formation Theory
Race is complex. Omi and Winant (1994) theorized the racial formation theory to better
understand the socio-historical implications at play in society. They recognized that race is a
social construct based on more than simply skin color. Race is an ideology that is ever-changing
and can be further transformed by the influence of political struggles, “stereotypes and myths can
change, but the presence of a system of racial meanings and stereotypes, of racial ideology,
seems to be a permanent feature of US culture” (Omi & Winant, 1994, p. 13). Identifying the
social relations and historical contexts in which the racialization of Jews takes place will be an
important aspect of better understanding this population’s experiences.
Intersectional Analysis
Intersectional analysis provides scholars with a platform to illustrate how social problems
are experienced, identified, and grasped to include the breadth of lived experiences of individuals
because "ignoring difference within groups contributes to tension among groups" (Crenshaw,
1991). This study will utilize the principles of intersectional analysis to further understand the
experiences of Ashkenazi Jewish women within the field of higher education. Jewish women
face issues not only on how their Jewishness is defined by society, but also their education, race,
positionality, personal history including factors beyond gender such as age, socio-economic
class, and sexual orientation.
Since no single theory exists to understand the many facets of Ashkenazi Jewish
women’s lived experiences, combining these concepts provided much needed context for
examining the issues this population faces on college campuses and offered a basis of
information to analyze the data.
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Operational Definitions
In addition to the ideas explained in the last section, the following key terms will be used
throughout the research.
Jew
Based on the infamous Nuremberg Race Laws of 1935, also known as the Nuremberg
Laws, a "Jew" is defined as “anyone who had three or four Jewish grandparents…
regardless of whether that individual identified himself or herself as a Jew or belonged to
the Jewish religious community” (United States Holocaust Memorial Museum, n.d.). This
term is highly debated, but this definition provides a basis of understanding and will be
further defined in Chapter 2.
Ashkenazi Jews
Jewish individuals that migrated to and throughout Europe following the Roman
conquest in 70 CE. Ashkenazi Jews constitute more than 80% of American Jewry.
Jews of Color
A pan-ethnic term to identify Jews whose family originates in Africa, Asian, or Latin
American countries. This can include individuals descended from Sephardic, Mizrahi, or
Beta Israel ancestry.
Rabbi
A Jewish spiritual leader or religious teacher.
Jewish religious denominations
Judaism is made up of four specific sects: Orthodox, Conservative, Reform, and
Reconstructionist. Some individuals identify on a continuum. For example, someone that
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practices Judaism between the Conservative and Modern Orthodox movements identifies
as “Conservadox.”
G-d
As a sign of respect, Jews do not spell out the word of G-d where it can be erased or
removed.
Hillel
The largest Jewish student focused campus organization at colleges and universities
across
North America and the world.
Chabad
Also known as Chabad-Lubavitch is a branch of the Hasidim (Ultra-Orthodox) sect of
Judaism. Chabad is a movement, philosophy, and organization.
Higher Education Professionals
Individuals that currently hold a professional position in higher education within Student
Affairs, Academic Affairs, or serve as academic faculty and have been employed at a
university, community college, or other postsecondary institution for a minimum of one
year.
Invisible Minority
Refers to people that are not obviously part of a minority and can “pass” as members of a
majority group.
“Pass as white”
The ability to appear as part of the dominant racial majority.
Race
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A social construct created by society to group certain individuals that share common
characteristics; not solely defined by skin color or physical distinctions, it can also
engage broader social, cultural, and national differences.
Brief Review of the Topic Literature Related to the Study
As an invisible minority, individuals with Jewish identities tend be classified as White,
seen as assimilated, and their history of persecution overlooked by the general White American
culture (Altman, Inman, Fine, Ritter, & Howard, 2010; Biale, 1998; Glauz-Todrank, 2014;
Greenberg 1998; Langman 1999). As Greenberg (1998) notes,
When Jews perceive themselves as vulnerable, they compare themselves to the dominant
cultural community [that is WASPs- White Anglo-Saxon Protestants], who have
excluded them and discriminated against them. When other minority groups look at Jews,
however, they compare Jews’ status to their own. By that measure, Jews look settled and
safe (p. 60).
Thus, the ways in which Jews present themselves and their experiences vary based on context.
To solely define Jews as a religion is a misconception of the identity; Jews can be described as a
religious group, an ethnicity, a culture, a nationality, and a civilization (Altman, et al., 2010;
Biale, 1998; Langman 1999).
As described by Kolko (2003), “From the inception of higher education in America with
the founding of Harvard University [September 8, 1636], Jews were cast as outsiders…” (p. 20).
As early as the 1920s, Jewish individuals were being discriminated against. Elite institutions
even instituted a quota system to curb their enrollment as too many Jews were being accepted
(Takaki, 1993). This caused further divide among individuals and questions regarding whom to
educate:
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The demand of upwardly mobile sons of Jewish and Catholic immigrants for admission
to each of these universities precipitated an institutional crisis, involving not only the
existing limitations of classroom space and campus housing, but also questions of
educational purpose - of whom to educate and why (Synnott, 1979, pp. 285-286).
This produced further problems for minorities desiring to obtain a higher education, in addition
to questions regarding whether or not Jews belonged (Wechsler, 1984, p. 648).
In the early 1900s, Jewish women enrollment began to increase, but this caused other
students to notice, “concurrent societal paranoia and fear of foreigners [admission]” produced
“institutional concerns regarding the expanding number of Jewish students enrolled on campus”
would increase the amount of anti-Semitism (Alemán & Renn, 2002, p. 323). Over the years,
Jews were able to overcome these obstacles, even allowing Jewish women to surpass their nonJewish women counterparts in academic success. Although, despite this achievement, Jewish
women who are higher education professionals have yet to be studied by researchers. Whenever
literature discusses the roles of women in the field, there is recognition of white women and
women of color, but no discussion of Jewish women (Brodkin, 1998; Goldstein, 2006; GlauzTodrank, 2014; Kaye/Kantrowitz, 2010; Maizels, 2011; Singer, 2008; Schraub, 2019).
Brief Review of the Methodological Literature Related to the Study
This qualitative study utilized case study methodology to capture the complexity and
contextualize the issues of the research (Creswell, 2016; Johansson, 2007; Maxwell, 2013;
Pearson, Albon, & Hubball, 2015). Qualitative research contains a variety of factors including
the ability to report the voices of participants, look at how processes unfold, lift the silenced
voices of marginalized populations, study sensitive topics, and reflect on the researcher’s own
biases and experiences (Creswell, 2016). The study was both interpretative and inductive in
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nature (Snyder, 2012). Interpretative using the techniques of thick description to provide a
picture of the data being presented (Snyder, 2012; Geertz, 1973). Inductive because the study
relied on the “study of a range of individual cases and extrapolate patterns from them to form a
conceptual category” (Charmaz, 2015).
Limitations of the Study
Since this was an empirical study, the findings are not universal. The study was limited
by the number of participants; therefore, this study is not generalizable to all Ashkenazi Jewish
women working in the field of higher education. Another limitation is the researcher is a member
of the participant group. Some qualitative researchers believe this is a limitation; however, I
believe, this “insider” position was a strength of the study and helped to foster a bond with the
participants.
Scope and Significance of the Study
Since Jews still remain an invisible minority within the Academy, the role of Jewish
women as postsecondary professionals is often ignored. Even after extensive searches, the
research on this population was limited. Research regarding Jewish college students is on the rise
(Becker, 2016; Minkin, 2019), yet only research using archival data existed on Jewish women
faculty (Freidenreich, 2007) and no qualitative peer-reviewed research existed on Ashkenazi
Jewish women higher education administrators.
This research study fills the gap in the literature on Ashkenazi Jewish women
professionals in higher education and provides a foundation of knowledge for future scholars. It
is important to acknowledge and distinguish the Jewish experience in schools and universities for
not only Jewish individuals, but also to educate their non-Jewish counterparts (Gaynor, 2011;
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Resnick, 1996). As issues of anti-Semitism continue to increase in America, educating these
individuals about Jewish identity is essential (Lipstadt, 2019; Weisman, 2018).
Chapter Summary
Chapter 1 has provided greater context to the historical intricacies studying Ashkenazi
women professionals in higher education, while also introducing the theoretical models that were
utilized as a framework to understand the topic at hand. The nature of the study and research
questions are further discussed in Chapter 3. The next section, Chapter 2, provides a review of
the relevant literature.
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CHAPTER 2: REVIEW OF LITERATURE
Introduction
Chapter 1 briefly described components of the study including the theoretical framework,
relevant literature, and its significance and scope. This chapter examines literature on Jewish
identity, the racialization of Jews as “white,” and the role of Jews and Jewish women in higher
education. In addition, it addresses how the study fills the gap in the literature on Ashkenazi
Jewish women professionals in academia through a review of current methodological research on
Jews in higher education.
Restatement of the Purpose and Research Questions
Jewish identity is multidimensional existing as a religion, culture, ethnicity, and race. As
noted in the previous chapter, Jews do not fit within the Black-White racial binary causing
people to question the notion of race in relation to Jews. Being able to “pass as white” in a world
that all too often focuses on race is beneficial for this identity but, can also cause Jews to be
misunderstood.
The purpose of this study was to understand the lived experiences of Ashkenazi Jewish
women professionals in higher education through intrinsic case study analysis. The study
investigated the relationship among gender, Jewish identity, leadership, education, race, and
personal history including factors beyond gender such as age, socio-economic class, and sexual
orientation. The questions that guide this study are:
1. How do Ashkenazi Jewish women professionals in higher education self-identify
racially and how do they think others perceive them?
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2. Do personal identities (i.e. gender, race, Jewishness, age, socio-economic class, sexual
orientation, education) impact an Ashkenazi Jewish women’s professional identity in
higher education?
3. What strategies do Ashkenazi Jewish women professionals use to navigate through the
world of higher education and academia?
These questions will be utilized to obtain data regarding the experiences of Ashkenazi Jewish
women professionals in higher education. The first question is the chief research question. The
second and third questions are complementary to help understand if this population’s
intersectional identities impact their role(s) on campus and to identify the strategies employed by
Ashkenazi Jewish women to thrive in their professional roles.
Literature Review Process
As a self-identified Ashkenazi Jewish woman professional in higher education, I have
contemplated questions about my identity and how when I walk into a room, my appearance as a
“white” individual impacts the ways in which my students and even the greater society perceives
and interacts with me. As an educator, I wish to challenge my students’ mindset and confront
their ideologies. To me, sharing about my own identity and acknowledging my privileges allows
me entry into the diversity conversation. I add another layer to the conversation when I disclose
my identity as a Jewish woman. But, what does being Jewish really mean? Is it a religion? Is it a
culture? Is it a race? Is it an ideology? These questions about my Jewishness and how my
perceived “whiteness” by others impacts my personal and professional trajectory began my quest
to learn more about the subject matter.
During Spring 2019, while taking CME 600: Multicultural Education, my understanding
of this topic came to a crossroads. I was reading articles about Critical Theory and the various
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types of “race-crit” literature including Latin Critical Studies, Queer Critical Studies, and Asian
American Critical Studies and noticed that Jews were absent in the literature. I began to embark
on a journey of discovering what being Jewish means, how it has been racialized, the concept of
“whiteness” in relation to Jews, and then specifically explored the Jewish experience within
higher education. I found that Jews, especially Jewish women, are a population that has yet to be
significantly examined.
After searching extensively on the topic area and talking with professors and the
university librarian, I began reaching out to scholars in the field. Dr. Annalise Glauz-Todrank
from Wake Forest University was helpful in recommending a variety of articles and books to
review on the subject matter as she wrote her dissertation using elements of Critical Theory to
examine the Jewish experience. I also spoke with one of my committee members, Dr. Bruce
Phillips, who is a Judaic Studies scholar, to ensure I was incorporating all aspects of this
multifaceted identity.
Since Ashkenazi Jewish women professionals experience in higher education is a field
that is relatively unexamined, many of my searches on the university library domain and Google
Scholar were unfruitful unless I had a specific idea or article in mind. For example, I would limit
my searches to “Jews and whiteness,” “Jewish culture,” “Jewish critical theory,” or “Jews in
higher education” and then use the reference list of an article that was relevant to search for other
literature. Serendipitously, I would receive emails from Academia.edu with potential articles of
interest. More often than not, these publications would provide me with another avenue of
information to review and add to this literature review. The library’s search database was the
most helpful when I already knew the name of the article or book of interest bringing me to sites
like JSTOR and ERIC to access the information. I also frequently utilized Interlibrary Loan to
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obtain copies of the books and articles needed. I reviewed over 100 peer-reviewed articles, 12
dissertations, 5 academic lectures, 27 news periodicals, 15 reflective pieces, more than 40 books,
and a variety of social media platforms and accounts.
The purpose of this literature review was to provide an understanding of what knowledge
exists regarding Jewish identity including race, ethnicity, and religion, the Jewish experience in
higher education, and more specifically, Jewish women in higher education. The literature is
grouped into three domains: Jewish identity, racialization of Jews, and Jews in higher education
providing the historical foundations and the knowledge needed to better understand the issues
and gaps in the research.
Domain One: Jewish Identity
Historical Foundations
As Jews left Europe and arrived in America, some realized that the need to assimilate into
the dominant culture would take precedence over their religious, cultural, national, and ethnic
obligations. Since Jews were a racially targeted group in Europe, they strived to integrate and
acculturate themselves into American society (Biale, 1998; Hyman, 1995; Gaynor, 2011;
Kushner, 2009; Macdonald-Dennis, 2006; Resnick, 1996). When American society thinks about
Jewish issues or characteristics of a “quintessential” Jew in the country, most identify Ashkenazi
Jews “as their template” (Macdonald-Dennis, 2006). Ashkenazi Jews that identify as Central or
Eastern European have been able to “become white” in racial categories in the United States
(Macdonald-Dennis, 2006). Rabbi Paley (1998) even poses the questions, “do you [Jews] remain
separate demographically, or do you join the club and become just another contributor to the
American melting pot- but no longer a discrete population?” (p. 307). In some ways, Jews have
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become so integrated into American life, they could assimilate themselves out of existence
(Paley, 1998).
When scholars discuss multicultural identities, it is many times synonymous with “people
of color” or “women of color,” neither of which include Jewish women (Banks, 1993; Langman,
1995; Rubin, 2017; Rubin, 2018). In the United States, Jews and Jewish women are largely
considered and/or seen as “White” by society (even though many Jewish women of color exist
too) and thus may not be innately recognized as an identity group that also needs attention and
recognition (Brodkin, 1998; Goldstein, 2006; Glauz-Todrank, 2014; Kaye/Kantrowitz, 2010;
Maizels, 2011; Singer, 2008; Schraub, 2019). In this vein, the population has encountered
repeated struggles in defining itself as a minority in American society due to the ability to pass as
racially White and assimilate into economic and academic success (Kushner, 2009). Moreover,
Jewish identity is multidimensional. This is due to a variety of reasons including that some
believe Jews are only members of a religion, while others believe that Jews have assimilated into
White culture, and still others believe that Jews are successful economically and thus live free of
oppression, and so people question the worthiness of addressing anti-Semitism (Langman, 1995;
Rubin, 2017).
Defining a Jew
Just as scholars have difficulty defining Judaism, individuals that ascribe to its customs,
traditions, and laws have a similar problem. Jews cannot be defined as one entity; they are multifaceted in nature and can be considered a religion, culture, ethnicity, political mindset, and even
race. Within the identity, there are multiple layers as those that identify as Jewish typically
ascribe to a specific denomination of Judaism and can be categorized into sects (Altman, Inman,
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Fine, Ritter, & Howard, 2010; Burn, 2005; Langman, 1995). These branches will be further
discussed in the next section. Within these religious sects, gender roles are defined.
Furthermore, Jews identify themselves based on ancestry either of Ashkenazi descent
(those who originated in Central or Eastern Europe), Sephardic descent (those who originated
from the Mediterranean Sea, including Portugal, Spain, the Middle East and Northern Africa),
Mizrahi descent (those of Middle Eastern ancestry), or Beta Israel descent (those from Ancient
Ethiopia). While Ashkenazi Jews skin pigmentation is lighter in color causing them to be racially
defined as “white.” Sephardic, Mizrahi, and Beta Israel Jews are darker in skin color, sometimes
identified as “Jews of Color.” Ashkenazi Jews also established their own “mixed” language
known as “Yiddish” combining Hebrew, German, and Slavic languages. The Yiddish language
further distinguishes Ashkenazi Jews from other Jews such as the Sephardic Jews who were
expelled from Spain in 1492 and created their own language combining Spanish and Hebrew
known as “Ladino.” Depending on what someone is studying, these delineations can be
examined even further; it is important to recognize the complex diversity not only within each of
these groups, but also between individual Jews and how gender roles are defined (Langman,
1995; Rubin, 2017). Orthodox Jewish women’s roles are very different than their secular
counterparts and tend to observe different laws like covering their hair after marriage and
wearing more modest clothing. Orthodox men and women are also separated in the synagogue
while the other sects do not follow this statute.
As the global Jewish population nears the numbers of Pre-Holocaust, how one describes
themselves as a Jew is further dependent on self-definition. In the United States, it is estimated
that there are 5.7 million Jews, but still only make up 2% of the population. This number
includes secular Jews that do not necessarily adhere to Jewish life and/or traditions (Draper,
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2015). Based on a study by the Pew Research Center (2013), Jews have also been characterized
into two categories, “Jews by religion” and “Jews of no religion.” This examination further
acknowledges that not all Jews identify with Judaism as their religion. Thus, how a person
expresses themselves as a Jew is open to interpretation and dependent on how they understand
their own Jewish identity. Consequently, society has labeled individuals as “Jewish” based on
various visual characteristics like hair, nose, surname or even familial origin.
Religious Identity
As acknowledged above, Jews are often identified in a variety of ways, but the most
common description is as a religion. The religious make-up of Jews is complex in nature as Jews
can identify as part of a multitude of sects including Orthodox, Conservative, Reform, and
Reconstructionist (Altman, et al., 2010; Burn, 2005). Those that identify as Orthodox follow the
word of G-d and the Torah exactly believing that the way commandments are interpreted cannot
be changed or ignored, even within Orthodoxy individuals can divide themselves into Hasidic
and non-Hasidic groups. The other sects are Conservative, Reform, and Reconstructionist and
these groups have the greater number of members in the United States. Each of these nonOrthodox denominations vary in their attitudes toward traditional Judaism with Conservative
typically being more traditional.
Within Judaism, there are differences in religious upbringing and how someone interprets
the words of G-d, especially in how Jewish women are recognized. As Jewish theologian Judith
Plaskow (1991) explained,
Half of Jews have been women, but men have been defined as normative Jews, while
women’s voices and experiences are largely invisible in the record of Jewish belief and
experience… Women have Jewish history and carried its burdens, but women’s
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perceptions and questions have not given form to the scripture, shaped the direction of
Jewish law, or found expression in liturgy (p. 1).
Depending on an individual’s background and interactions with others, people are taught to view
the world differently, “Ultimately our problem stems from the fact that we [women] are viewed
in Jewish law and practice as peripheral Jews” (Adler, 1995, p. 12). Hence, Jewish men are
ignorant to the importance of the female voice because men remain in control of the religion as
the designated proprietor, even though Judaism is based on matrilineal ancestry.
The evolution of Jewish women’s roles has also shifted the meaning of Judaism, “As
Jewish women gained greater access to public life and intimate contact with non-Jewish society,
they also were increasingly faced with the task of finding the proper terms to define what it is to
be Jewish” (Goldstein, 2001, p. 188). The lack of the Jewish female voice and development of
roles within the religion continues to be of debate today (Brettschneider, 2016; Heschel, 1995;
Plaskow, 1991).
Ethnic Identity
No matter how precise definitions of race and ethnicity become, the distinctions between
the two are often debated and complicated (Roediger, 2017). Dictionary.com (2019) defines
ethnicity as “the fact or state of belonging to a social group that has a common national or
cultural tradition.” Therefore, the commonalities among Jews attributes them as an ethnicity with
some scholars even characterizing Jews as “ethno-religious” using a multidimensional approach
to describe Judaism as both an ethnicity and religion (Polgar, 2016). As Jews become “whiter”
and more acculturated into American society, Judaism has become more of a “symbolic
ethnicity.” This term was first coined by Gans (1979) in his work identifying how the differences
between generations, specifically 3rd generation individuals, influence a person’s ethnic identity,
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My hypothesis is that in this generation, people are less and less interested in their ethnic
cultures and organizations – both sacred and secular – and are instead more concerned
with maintaining their ethnic identity, with the feeling of being Jewish, or Italian, or
Polish, and with finding ways and expressing that identity in suitable ways (p. 7).
As ethnic expectations by others decline, the ways in which people showcase their ethnic identity
is “based more on choice than playing into ethnic roles” (Gans, 1979, p. 8). Another scholar,
Polgar (2016), goes on to explain that “symbolic ethnicity involves optional uses of a few
distinctive practices or habits in diet or dress instead of a complete cultural identity involving
religion and language” (p. 76). This view is more specifically used for the modern Jew in the
United States who tend to “choose” when to perform their Jewishness. For example, Jews may
express their ethnic identity as members of a Jewish synagogue or in celebration of holidays and
festivals or in political support of the ancestral homeland within a non-religious group or identify
with the prominent Jewish intellectuals and artists of the era (Polgar, 2016). In each of these
instances, a person can choose how they wish to portray their Jewish identity based on what is
best for them. Ethnicity becomes more of an expressive rather than instrumental function, thus
blurring the lines of when to present as a Jew or remain an “insider” within society. The notion
of how one performs their Jewishness can also be applied to Jewish racial identity.
Racial Identity
As Singer (2008) articulates in her personal reflective paper discussing her status as a
Jewish woman, “…Today, as we seek to celebrate diversity, a minority people still exist who are
virtually indistinguishable from all other Whites. I speak of the secularly employed, observant
Jew” (p. 47).
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This experience is something all too common for many secular Jewish woman, including myself.
The privilege that exists in being able to “pass as white” affords Jewish individuals with great
advantages, while also allowing us to become “outsiders-within” White society. Fortunately, for
Jews, we are not followed in grocery stores like our Black and Brown counterparts or pulled over
by police officers “randomly,” but we do have to make a choice in how we showcase our
Jewishness to the world. Jews walk in between two worlds in the ways we dress, eat, and
regarding how we allocate our time because of celebrating traditions and holidays. Jews are able
hide their differences (Singer, 2008). The Jews of Ashkenazi descent, who came from Central or
Eastern Europe, are white in skin color. This makes it easier for them to pass and assimilate into
American culture compared to their Jews of Color counterparts who are darker in skin color due
to their historical origins.
Karen Brodkin (1998), the author of How Did Jews Become White Folks and What That
Says About Race in America further explains that Jewish assimilation allowed the population to
become “whitened.” Brodkin (1998) links socioeconomic status to the reason why Jewish
integration was possible and explains, “Like most chicken and egg problems, it’s hard to know
which came first. Did Jews and other Euroethnics become white because they became middle
class? That is, did money whiten?” (p. 278). Therefore, the author is questioning the notion that
since Jews are considered to be one of the wealthier minorities, society began to characterize
Jews as “white” making them part of the majority population.
On the other hand, Eric L. Goldstein (2006), the author of the Price of Whiteness,
describes the conundrum that white Americans face when determining the Jewish racial
composition,
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In the minds of white Americans, Jews were clearly racial outsiders…demonstrating
distinctive social patterns, clustering in urban neighborhoods, concentrating in certain
trades and professions, and largely marrying within their own group. At the same time,
however, most Jews did not conform to the assumptions many Americans made about the
lowly status of despised racial minorities (p. 2).
Jews do not fit within the Black-White racial binary already established in the country and
therefore cause people to think and reevaluate their preconceived notions about race. Goldstein’s
(2006) understanding of the Jews internal struggle to identify with their whiteness, if afforded
this privilege, is the reason Jews, including myself, remain conflicted in our own understanding
of Jewish identity,
While the knowledge that they were considered a problematic group in the American
racial schema motivated Jews to try to conform to the prevailing racial paradigm and
identify themselves unambiguously as white, their ongoing commitment to a distinctive
identity often cut against their attempts to claim whiteness (p. 2).
Thus, in a way Jews have become characterized as “white” as a coping mechanism. This
categorization is utilized as a way to acculturate into society that has typically scapegoated and
plagued the Jews for the wrongs of the world. Recognizing the intricacies of the Jewish racial
composition influences this population’s status greatly as “outsiders-within.” The recognition
that Ashkenazi Jewish women in the United States have different experiences than their nonJewish counterparts is an important issue that needs to be further examined. The next section will
provide further context for better understanding anti-Semitism and race and Jewish women’s
experiences in relation to perceived racial construction.
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Domain Two: Racialization of Jews and Interrogating Whiteness
The concept of race is complex, “in a racialized society where whiteness is positioned as
normative, everyone is ranked and categorized in relation to these points of opposition” (LadsonBillings, 1998, p. 9). For the purposes of this paper, race is defined as “…a population sharing a
gene pool for whom specific intragroup physical differences are smaller than intergroup
differences” (Greenberg, 1998, p. 58). As Reed (1994) notes, “No one chapter in history is seen
as the definitive moment” of racism, there have been other significant moments like the Nazi
period, eugenics movement, and the caste system in India (p. 1). There is a growing body of
literature that ponders whether Jews are white, specifically Ashkenazi Jews, and how the
privilege of this perception influences society’s response to them (Brodkin, 1998; Goldstein,
2006; Glauz-Todrank, 2014; Kaye/Kantrowitz, 2010; Maizels, 2011; Singer, 2008; Schraub,
2019).
The notion of “racialization” has shifted the definition of race from the “history of black
oppression to the politically motivated process whereby shifting targets of victimization are
focused on for unequal treatment with race ideology used as justification” (Reed, 1994, p. 3).
Race is not just about the color of one’s skin as people profess; racializing the Jewish population
is a reality in the past as during Hitler’s reign and continues today. Just like the Jewish identity,
the notion of “race” is multifaceted and the term,
engages broader social, cultural, and national difference than the physical distinctions the
term originally signaled. It [race] registers ostensibly inherent inequalities between
groups; as a result, any use of the term today implies the will of one group to dominant
another (Levine-Rasky, 2008, p. 52).
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In the United States, Jews have become invisible, “Jewish difference is ambiguously assimilable,
because prevailing myths consistently insist that (most) Jews can be seen as white, the marker of
American assimilation” (Glauz-Todrank, 2014, p. 309). This is partly the result of Jews wanting
to integrate and partly what race means in America: if you appear white, you are part of the
dominant race. Even though Jews are considered privileged in a variety of ways, this privilege
has actually been “used to marginalize them and target them for discriminatory treatment,
economically, educationally and finally target them for imprisonment and death” (Reed, 1994, p.
5). Some Jews are even identified by the shapes of their noses or surnames, but this is a much
smaller characteristic than being identified by skin color compared to their Black and Brown
counterparts. Race continues to be heavily debated as it has become socially constructed by
society.
Anti-Semitism and Race
Depending on the historical context, hatred and hostility towards Jews can look different;
researchers believe anti-Semitism is under theorized (Judaken, 2018; Schäfer, 1997). The term
“anti-Semitism,” as noted by Schäfer (1997), dates back to,
a racist theory of an “eternal struggle” between the “Aryan” and the “Semitic” races a
scientific-surrounding name, wrongly transforming common linguistic features (“Semitic
languages”) into dubious racial categories (“Semitic race”)… not precisely to all “Semitic
peoples,” but solely at the Jews (p. 197).
The Black-White binary that exists in America has placed Jews in a category that some have
described as “in-between,”
…white is a fluid and contested category, defined not always by skin pigmentation but by
power. America’s Jews have been both white and nonwhite—often described as in-
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between—sometimes welcomed among the dominant elites and sometimes restricted and
shunned both as nonwhite and religiously “other” (Leffler, 2018, p. 61).
This is further contextualized through hierarchical and power dynamics influencing individual
experiences. Corwin Berman (2009) also explains that “most Americans apprehended race as
essential to identifying Jewish, and more generally, human difference. Jews themselves had
helped construct racial typologies that classified Jewishness as a biological variant” (p. 16).
Scholars have further argued that anti-Semitism is as much a part of the conversation on racial
discourse as black prejudice; Jews should be part of the race conversation (Judaken, 2018;
Leffler, 2018; MacDonald-Dennis, 2006; Reed, 1994).
Over the years, especially since President Trump came into office in 2016, it seems antiSemitism is on the rise (Lipstadt, 2019; Weisman, 2018). In 2018 and 2019, the Anti-Defamation
League (ADL, 2019) listed on their Hate, Extremism, Anti-Semitism, Terrorism (H.E.A.T.) Map
that 3,226 anti-Semitic incidents occurred across the United States. Majority groups in the
United States continue to discriminate against Jews in an attempt to prove their supremacy over
this identity population. For example, in 2019, there have been countless cases of individuals
(specifically white men) threatening the livelihood of the Jewish people (Associated Press, 2019;
Carter, Lupiani, & DeLancey, 2019; Gecan & Oglesby, 2019) and from December 23 to
December 29, 2019, ADL documented 10 anti-Semitic incidents just in the New York/New
Jersey area (ADL Tracker, 2019). The Jews were also the target of a mass shooting in November
2018 (Robertson, Mele, & Tavernise, 2018) and another shooting in April 2019 (Medina, Mele,
& Murphy, 2019). Moreover, U.S. Magistrate Mark Hornsby of Louisiana in a July 2018 ruling
stated that racial difference can be based on prejudice, thus updating anti-discrimination laws in
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the state to include Jewish people (Berlatsky, 2018). Using race to define Jews causes the
identity to be part of the underprivileged outgroup further benefitting the dominant ingroups.
Jewish Women and Race
The perceived racial construction of Jewish women as “white” has caused them to be
erased from literature and/or research when discussing race and ethnicity (Aarons, 1987; Clark,
2000; Heschel, 1995; Kaye/Kantrowitz, 2010; Frankenberg, 1993). Jewish women are often only
named in “Women and Religion” texts or lumped into the category of “White women.”
Frankenberg (1993) further complicates the issue of Jews and whiteness in her book, White
Women, Race Matters, by bringing up the different experiences of Jewish women compared to
their white women counterparts. The author provides stories of Jewish women that wanted to
find a “positive value” of her Jewishness by “consciously choosing or crafting a way of
belonging,” while also noting the political salience of “anti-Semitism both in the memories and
in the present-day experiences of Jewish people” (Frankenberg, 1993, p. 223). Frankenberg is a
pioneer for citing these differences; most scholars do not even consider incorporating the
intricacies nor note the multiple layers of Jewish women’s experiences (Beck, 1988; Krieger,
2000; Zinn & Dill, 1996). In this way, even the “model of womanhood that feminist social
science once held as "universal" is also a product of race and class” (Zinn & Dill, 1996, p. 329).
Jewish feminists have attempted to place Jewish women in the forefront of conversation,
but they are often invisible “partially due to the way” society looks at “notions of oppression and
anti-Semitism as well as the categories of race, ethnicity, and class” (Greenebaum, 1999, p. 42).
Beck (1988) further notes the “silence surrounding the recognition of anti-Semitism, whose
shadow continues to fall on Jewish women’s lives…,” especially within feminist studies explains
three reasons for Jewish women’s absence, 1) the fear of attack, 2) the fear of being perceived as
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“demanding, pushy, or politically incorrect”, and 3) the fear of being excluded (p. 95-96). It is
important to note that much of the research cited in this section is from the late 20th century,
however the concepts remain relevant today as research on Jewish women’s experiences remain
limited and relatively unknown. The third domain will provide further context regarding the
Jewish experience in higher education.
Domain Three: Jews in Higher Education
Historical Overview
Throughout the history of higher education, Jews have been marginalized and excluded
from collegiate life (Kolko, 2003; Steinberg, 1977). In the 1920s, elite universities like Harvard,
Columbia, and New York University began to notice a “Jewish problem” on their campuses,
“…Harvard worried about the increasing numbers of Jewish students, and new admissions
criteria were instituted to curb their enrollment” (Takaki, 1993, p. 10). Columbia and New York
University began to institute regional quotas and character tests to restrict Jewish enrollment,
while Harvard’s President, A. Lawrence Lowell, decided to propose a quota system (Steinberg,
1977). Lowell believed, “Harvard could only survive if the majority of its students came from
old American stock” (“Anti-Semitism in the U.S.,” n.d., para. 3) and felt the increased number of
Jews affected the “character” of the institution (Steinberg, 1977). Jews were unable to join the
Christian fraternities and had to compete against one another for the few spots available at the
colleges (Kolko, 2003). The quota system caused further divide among individuals and
questions regarding whom to educate:
The demand of upwardly mobile sons of Jewish and Catholic immigrants for admission
to each of these universities precipitated an institutional crisis, involving not only the
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existing limitations of classroom space and campus housing, but also questions of
educational purpose - of whom to educate and why (Synnott, 1979, pp. 285-286).
The restriction of Jews into postsecondary institutions further altered the way individuals were
admitted into college, “Selective admissions, psychological tests, the lengthy application blank
(including a 2" x 2" photograph), and many other mechanisms now in general use all originated
immediately after World War I as tactics in the battle against the Jewish invasion” (Wechsler,
1984, p. 648). Thus, the college admissions process we know today is rooted in the desire to omit
Jews from elite universities.
The implementation of the Harvard quota system propelled a greater struggle between
American Jews and the system of higher education. This also noted a larger social trend in
America: the “Jewish problem” (Steinberg, 1977). This conflict was due to a variety of factors,
some directly involving the Jews and other issues consequential due to the time. These issues
included patterns of immigration, the Jewish “invasion” in higher learning, the rise of antiSemitism, “the transformation of higher education from classical traditions to scientific
education and vocational training, and the decline of certain status groups whose prerogatives
were being challenged by a rising bourgeoisie” (Steinberg, 1977, p. 6). Many of these factors
caused further problems for the Jews desiring to obtain a higher education but did not stop them
from matriculating into colleges. The Jews even filed lawsuits and complaints in response to the
discriminatory actions. Consequently, to increase solidarity among their peers and combat
discrimination, Jews responded by increasing the number of Jewish fraternities, sororities, and
establishing Jewish student-centers like Hillel (Kadushin & Tighe, 2008). These groups continue
to thrive today on college campuses and allow individuals to delve further into their familial and
ethnic histories.
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Campus Climate for Jews in Contemporary America
As noted earlier in this section, being Jewish on college campuses in the 20th century was
accompanied with discrimination and marginalization. Over the last century, life on campus for
Jews has seemingly changed with a greater number of Jews enrolling, great academic success,
and more universities actively pursuing and finding ways to increase Jewish involvement on
their campuses (Kadushin & Tighe, 2008; Koren, Saxe, & Fleisch. 2015). However, campus
climate for Jews is still a relatively unknown factor and little information exists “in reference to
Israel, anti-Semitism, and their effect on Jewish life” (Koren, Saxe, & Fleisch, 2015, p. 5). The
growing Boycott, Divestment, and Sanctions (BDS) movement against Israel on college
campuses has also generated a new form of anti-Semitism causing Jewish individuals to take
sides deciding whether or not to support Israel and inevitability declare their affiliation as a Jew
(Koren, Saxe, & Fleisch, 2016; Waxman, 2017).
On college campuses, anti-Semitism is not a novel issue, “The Israeli-Palestinian
question is a hot global debate, and how one understands anti-Semitism is now thoroughly
wound into the dispute… Activists depict Israel as the embodiment of a colonial, racial state,
with its treatment of the Palestinians likened to the white supremacy of apartheid South
Africa…” (Judaken, 2018, p. 1123). A study from the Maurice and Marilyn Cohen Center for
Modern Jewish Studies at Brandeis University surveyed the extent of hostility toward Israel and
anti-Semitism on North American campuses and its relationship to Jewish students (Saxe,
Sasson, Wright, & Hecht, 2015). The study found that nearly one-quarter of participants were
blamed for the actions of Israel because of their Jewish identity and nearly three-quarters of
respondents reported being exposed to at least one of six anti-Semitic statements. When issues
related to the Israeli-Palestinian conflict arise on campuses, Jews complain of harassment for
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their defense of Israel and Zionism, in addition to several Title VI lawsuits claiming civil rights
violations (Judaken, 2018; Saxe, Sasson, Wright, & Hecht, 2015). In this way, a clash of
identities prevails as Jews are represented by society as embodying power and privilege, while
others contest the disconnection between other phobias and the uniqueness of anti-Semitism.
Moreover, discussions in higher education classrooms regarding the oppression of Jews is
remarkably uncommon (MacDonald-Dennis, 2006). Kadushin and Tighe (2008) studied the
challenges that Jews face on college campuses interviewing over 1000 Jewish undergraduates at
eight elite campuses. The researchers found that the students felt it easy to be Jewish, but “being
a member of a minority had its costs. The smaller the proportion of Jews on campus, the harder
Jewish students find it to be Jewish” (Kadushin & Tighe, 2008, p. 16). This same idea could be
applied to Jewish administrators and faculty on campuses: the greater number of Jews, the more
likely someone finds it to be “easy” to be Jewish. However, the smaller the proportion, the
greater the difficulty of expressing one’s Jewishness. On the other hand, Freidenreich (2007)
discovered through archival data that Jewish women in academia did not feel their Jewishness
was a salient characteristic to her identity or career. However, this finding reflects data prior to
1970 and no substantial research on this population has been done since this time period.
Women in Higher Education
Since higher education stems out of patriarchal convention, whether conscious or not, the
field continues to marginalize and penalize women for their gender (Dunn, Gerlach, & Hyle,
2014; Turner, Norwood, & Noe, 2013; Wenniger & Conroy, 2001). Even though women make
up greater numbers of mid-level managers, instructors, and theorists within the field of Student
Affairs, and advising roles compared to their male counterparts, they have yet to achieve
majority within the top executive positions (Nidiffer & Bashaw, 2001). The women that are able
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to break the “glass ceiling” and land the top administrative roles at institutions tend to act like
and dress like men, rarely marrying or having children. Scholars have even compared them to
“Amazons” based on these traits (Wenniger & Conroy, 2001).
Minority Women in Higher Education
Over the last few decades, research surrounding women of color in higher education is on
the rise. Literature indicates that when a small number of ethnic minorities work on campuses
with majority populations, these individuals become a “showcased centerpiece;” essentially, a
“token” within the workplace (DasGupta, 2019; Holmes, 2003; Miles, 2012; Moses, 1997). In a
study focusing on the experiences of 12 Black women administrators working in Predominately
White Institutions in higher education, the participants described their interactions with
coworkers as “’tiring,’ ‘exhausting,’ ‘hard,’ and ‘burden’ because of the constant need to validate
their presence and existence to White colleagues who they felt held negative perceptions of them
predicated on race” (Holmes, 2003, p. 54). This research further revealed that the women had to
determine how to legitimize themselves within the Academy on a consistent and conscious basis.
Other researchers have identified that underrepresented women in the workplace feel
isolated, alienated, lack networking and mentoring opportunities, face racial and sex
discrimination, feel unsupported, encounter unrealistic role expectations, encounter difficulty
being promoted and achieving tenure, and experience racial tension with White women
(DasGupta, 2019; Holmes, 2003; Miles, 2012; Moses, 1997; Tack & Patitu, 1992; Thompson,
2016). Additionally, the women were often overburdened with student advising and counseling
and institutional or community service (Tack & Patitu, 1992).
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Jewish Women in Higher Education
Research within the last 15 years has failed to examine the lived experiences of Jewish
women in higher education. Within academia, one’s Jewish identity is typically invisible to the
general public (Horsburgh, 1993; Levine-Rasky, 2008). Jewish women “pass” as white secular
women unless she discloses her culture to the organization (Beck, 1988; Greenebaum, 1999;
Krieger, 2000; Zinn & Dill, 1996). Jewish women sometimes even embrace their invisibility in
the workplace (Greenebaum, 1999; Frankenberg, 1993; Freidenreich, 2007). However, ignoring
one’s Jewish identity further perpetuates this issue. Jews are placed in a unique position where
they can use their visual ambiguity to help other minorities thrive in professional environments.
Horsburgh (1993) eloquently professes that “Those in academia must identify their Jewishness
so that their efforts to end the oppression of other minorities can be valued as a counterbalance to
the charge of Jewish racism” (p. 60). In a footnote on this same page, the scholar even suggests
that Jewish academics tend to not refer to their own background in the Academy because Jews
have the privilege of identity concealment. The scholar does advocate that Jewish woman can
and should act as an ally to fellow women of color by advocating and supporting them in their
endeavors (Horsburgh, 1993). Since Jewish women do not tend to deal with the same obstacles
as minorities that have visual characteristics like Asians or Blacks, they can ignore their
Jewishness through suppression by not acknowledging this aspect of identity. Research
regarding this fact is limited, however, so it is important to better understand the experiences and
strategies used by Jewish women in academia allowing them to “hide” aspects of her Jewishness.
Methodological Foci of the Relevant Research
In the last 10 years, scholars have begun to explore Jewish identity on college campuses,
more often than not, using qualitative analysis (Burstyn &. Bogad, 2009; Becker, 2016;
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Friedenreich, 2007; Kadushin & Tighe, 2008; Minkin, 2019; Saxe, Sasson, Wright, & Hecht,
2015). The majority literature has been on the Jewish college student experience and Jewish
emerging young adults (Becker, 2016; Kadushin & Tighe, 2008; Minkin, 2019). I found only
two studies on Jewish women higher education professionals, one was based on archival data
and the other implies that the scholars used interviews but is not printed in a peer-reviewed
journal (Burstyn &. Bogad, 2009; Friedenreich, 2007). This section provides a review of the
literature highlighting the studies that focused on Jewish individuals in higher education.
Becker (2016) explored the role of Christian privilege in the experiences of 13
undergraduate students, 6 Jewish and 7 Muslim, at a Midwest university. The author used
narrative inquiry, single session, semi-structured interviews to gather the stories of the
participants. Becker identified seven categories of Christian privilege for these minority
populations including the calendar and time off, food, holidays, celebrations, worship, space, and
structure (p. 98-99). Additionally, race and racial/ethnic identity is addressed, however all Jewish
participants identified as white and 5 of the 6 classified themselves as Ashkenazi Jewish. The
researcher found that identity (specifically minority religious identity) and privilege can be
experienced differently depending on context and social constructions on the college campus.
Minkin (2019) uses qualitative interview data to investigate 42 Jewish young adults’
(between the ages of 18-40) perspectives on culture and the ways their Jewishness connects to
their identity to create a “Jewish Cultural Toolkit.” Each of the participants were involved in
some capacity in Boston Jewish programming and the research indicated that the participants’
conceptualization of their Jewish identities occurred during college. The individuals were also
found to experience a refocusing of their Jewish ethnicity and race to distance themselves from
white privilege, “By reasserting their identification with their minority group status of
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Jewishness, they seek to establish an optimal distinctiveness from whiteness” (p. 184). The
researcher identifies the importance of seeking to understand how the changing dynamics of race
has impacted the Jewish community after the 2016 election yet did not use this study to
investigate if Jews are white. Rather, Minkin used the knowledge gained from the interviews to
better understand Jewish ethnic identity in creating the toolkit.
Friedenreich (2007) studied 224 Jewish academic women born before the end of World
War II in an article entitled, “Joining the Faculty Club: Jewish Women Academics in the United
States.” The researcher’s study provides a historical foundation for understanding Jewish women
academics experience in higher education and explains the shift from outsider to insider status
explaining that the Jewish women’s experience is more closely comparable to their Jewish male
counterparts than their fellow non-Jewish female academics. The author does not use primary
sources or interviews for data retrieval; rather, Friedenreich uses archival research and secondary
data.
Joan N. Burstyn and Lesley Bogad (2009), published an article in the Jewish Women’s
Archive Encyclopedia about Jewish women in “Higher Education Administration in the United
States.” The scholars explain the study is interview-based with a sample of 82 Jewish women
administrators that held positions across the United States asking the women to explain their
experiences in higher education and how their Jewishness influenced their identity both
personally and professionally. However, the research is not in a peer-reviewed journal and the
article does not provide information regarding the research methodology. I reached out to Dr.
Burstyn directly to learn more, but she told me that she has since retired and after searching
could not locate additional information on the study.
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Each of the studies mentioned provide some examples of issues occurring in higher
education for Jewish students, academics, and administrators. However, none of the research
seeks to understand the role of whiteness and the perception of race on the lived experiences of
Ashkenazi Jewish women professionals in higher education. As a result, this study fills a muchneeded gap in the literature and provides a basis of knowledge for future scholars to further
explore this phenomenon.
Ways the Study Addresses the Research Gap
As mentioned in the previous section, researchers have yet to study Ashkenazi Jewish
women professionals in contemporary higher education nor have they looked at the role of
perceived whiteness, racial identity of Jews within the field, or the strategies this population uses
to thrive in academia. Additionally, no peer-reviewed qualitative research has been done on the
subject matter, which was further revealed by contacting Dr. Burstyn directly.
Using Google Scholar and other search engines, I wanted to explore if any other
researchers mentioned Friedenreich’s (2007) research. This study was the only peer-reviewed
article that I found on the subject matter and yet, the research was archival in nature.
Friedenreich’s study is drawn from “encyclopedias, biographical dictionaries, internet sites, CVs,
and questionnaire responses using a snowball sample” and none of the women were born after
1950 (p. 99). Through my searches, I also discovered that only seven articles cited the paper on
Jewish women academics. None of the citations used Friedenreich’s study to further investigate
the lived experiences of contemporary Jewish women academics nor do any focus on Jewish
women professionals or administrators in higher education. Understanding the experiences of
Jewish women in academia born after 1950 is an area of study that needs to be further explored
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and was a focus of this study. This study fills a much-needed gap in the literature by exposing
and understanding the lived experiences of Ashkenazi Jewish women.
Chapter Summary
This section provided a review of both the relevant topic and methodological literature to
better understand the historical experiences of Jews in higher education and explore what
knowledge is available on Jewish women. The next chapter, Chapter 3, provides an outline of the
data collection and the research design, in addition to the timeline used to complete the tasks of
the study.
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CHAPTER 3: RESEARCH DESIGN AND METHODOLOGY
Introduction
Chapter 1 introduced the subject matter regarding Ashkenazi Jewish women
professionals in higher education, providing the historical background of the problem and a brief
overview of the frameworks grounding the study. Chapter 2 provided a review of the literature
on the population, the limited methodological studies available, and identified how this research
fills a gap for the field. This chapter, Chapter 3, describes the methodology of the study
including the research design and methods, participant criteria, plan to obtain informed consent,
any ethical concerns, and the timeline of the study.
Restatement of the Purpose of the Study and Research Question
As noted in Chapter 1 and 2, this study explored the lived experiences of Ashkenazi
Jewish women who currently hold professional positions in postsecondary education. The study
fills the gap in the literature about Ashkenazi Jewish women professionals in higher education as
specific research on this subject matter has not been done in over a decade. This research further
provides a foundation of knowledge for future scholars using these questions as a guide:
1. How do Ashkenazi Jewish women professionals in higher education self-identify
racially and how do they think others perceive them?
2. Do personal identities (i.e. gender, race, Jewishness, age, socio-economic class, sexual
orientation, education) impact an Ashkenazi Jewish women’s professional identity in
higher education?
3. What strategies do Ashkenazi Jewish women professionals use to navigate through the
world of higher education and academia?
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Following a qualitative methodological case study approach, this study analyzes why Ashkenazi
Jewish women engage in the world of higher education differently than their non-Jewish
counterparts. The first question was the primary research question, while the second and third
questions were supplemental. The study also identifies areas of change or support needed for
Ashkenazi Jewish women to succeed in the field and to help inform institutional policies in
postsecondary education.
Approach to the Study: Rationale for a Qualitative Study
This qualitative research study utilized case study methodology to capture the complexity
and contextualize the issues of the research (Creswell, 2016; Johansson, 2007; Maxwell, 2013;
Pearson, Albon, & Hubball, 2015). Qualitative research is not linear,
The activities of collecting and analyzing data, developing and modifying theory,
elaborating or refocusing the research questions, and identifying and addressing validity
threats are usually all going on more or less simultaneously, each influencing all of the
others (Maxwell, 2013, p. 2).
As a qualitative researcher, the data spoke to me at every stage of the process; the focus even
shifted due to the socio-political climate (a crucial component of the study discussed in Chapter
4). The research is interconnected and continued to interact throughout the course of the research
(Maxwell, 2013).
This study focused on a specific, complex, functioning phenomena, therefore case study
methodology was the technique utilized (Stake, 1995; Yin, 2003). Before deciding to use case
studies, I thought I was going to use the ethnographic method. Ethnography is a qualitative
approach that examines the culture, norms, values, and behaviors of a specific population, “The
central aim of ethnography is to provide rich, holistic insights into people's views and actions, as
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well as the nature (that is, sights, sounds) of the location they inhabit, through the collection of
detailed observations and interviews” (Reeves, Kuper, & Hodges, 2008, p. 512). Upon personal
reflection, I realized since this study is the first of its kind in over a decade, it would be helpful to
provide a basis of information utilizing interviews and multiple participants’ experiences rather
than focusing on just one specific phenomenon or individual experience.
There are three types of case studies: intrinsic, instrumental, and collective. Intrinsic
provides insight into a particular case of interest, instrumental is dominated by a particular issue,
while collective case studies group together instrumental case studies to create new knowledge
(Stake, 1995). This research focused on individual cases to capture the complexity of the
research questions determined by a unit of analysis (Baxter & Jack, 2008; Johansson, 2007). In
this situation, the lived experiences of Ashkenazi Jewish women professionals in higher
education was analyzed to better understand this phenomenon. As the researcher, I had an
intrinsic motivation to learn more about the subject matter and felt a particular need to want to
learn more. Therefore, an intrinsic case study method was employed (Stake, 1995).
Additionally, the research questions include “how” and “what” questions, which also favors case
study methodology (Yin, 2003). I recognized the information I gained was not generalizable, but
it was constructed through historical data and clues (Johansson, 2007; Stake; 1995).
For this intrinsic case study, I also utilized components from Snyder’s (2012) study
including “feminist interviewing.” This concept was introduced by Rubin and Rubin (1995):
...the interviewer participates and shares. An interviewer is not justified in keeping all
uncomfortable things to herself while asking others to reveal what is personal and private.
Feminist researchers argue that being open about themselves to their research
collaborators, the interviewees, is both fair and practical (p. 37).
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In order to further “interrogate whiteness,” it was essential that I engaged in conversations about
race with the participants sharing information about my own experiences and the influence of the
current socio-political climate. The majority of the interviews occurred during the rise of the
Black Lives Matter movement in May - June 2020; therefore, there was much intentional
reflection from the participants and myself regarding our ability and privilege to “pass as white.”
Best (2003) found that conversing with her female interviewees about specific privileged
identities, like her whiteness, and how this identity intersects with other social processes allowed
for the transformation of meaningful conversations. I also found this to be the relevant to my
interviews.
Researcher’s Role in the Study
As I mentioned previously, this research is deeply personal to me: I identify as part of the
participant population and have firsthand experience with the subject matter. As an Ashkenazi
Jewish woman professional in higher education, I feel as though I have to choose which identity
to present to the public in order to prove a point, not only to others, but also to myself. In a way,
I am living in two different worlds. In an era, full of change and more understanding of the
importance of diversity, I thought presenting my holistic self would be appreciated and
celebrated. However, I feel as though I am forced to make a decision. In actuality, I sometimes
allow my privilege of appearing as a White individual to take precedence. This is more out of
fear of what could happen if people were to learn that I am Jewish than being ashamed of my
identity. I am proud of my heritage and my Jewishness, but anti-Semitism and the innate anxiety
of another Holocaust happening is a fear I live with on a daily basis.
Therefore, it is essential that I engaged in a bracketing process throughout the course of
this study. Bracketing is a method used to mitigate unconscious biases in the research and
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therefore increase the objectivity of the study (Baksh, 2018; Creswell, 2016; Tufford &
Newman, 2012). In order to do this, I needed to set aside my own personal theories, assumptions,
and inherent knowledge from what I found in the research (Baksh, 2018). I also recognized that I
could not avoid influencing my participants or them influencing my study. This notion is also
known in qualitative research as “reflexivity” (Creswell, 2016; Gibbs, 2009; Maxwell, 2013). As
noted by Baksh (2018), it was important to consider the juxtapose between bracketing and
reflexivity in qualitative research and how personal experiences can impact the research.
Therefore, I engaged in reflective journaling after and between every interview.
Theoretical Framework(s)
Since Jewish identity is multifaceted, it was important that the theoretical framework was
also multidimensional. Upon review of the literature, there did not seem to be one framework
that fully encompassed all aspects of an Ashkenazi Jewish woman’s identity; therefore, multiple
theories were synthesized. To understand their lived experiences, this study was conceptually
framed using racial formation theory and intersectional analysis. Utilizing a critical lens to
analyze the experiences of Ashkenazi Jewish women professionals in higher education is an
important step in creating new information for the field and understanding how Jews have been
situated in American society.
Racial Formation Theory
Racial formation theory was first theorized by Omi and Winant (1994) as a way of
understanding how race is constructed in society and refers “to the process by which social,
economic and political forces determine the content and importance of racial categories, and by
which they are in turn shaped by racial meanings” (p. 12). The theorists further employ the term
“racialization” to “signify the extension of racial meaning to a previously racially unclassified
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relationship, social practice or group” (p. 14). Racialization is considered to be an ideological
process constructed through historical implications and emerges from a struggle of opposing
political projects based on structure and culture. A racial project is “simultaneously an
interpretation, representation, or explanation of racial dynamics, and an effort to reorganize and
redistribute resources along racial lines” (Omi & Winant, 2008, p. 1567). The connections
between racial signification and social structures are constant and intrinsic, unpredictable and
conflictual. When society allocates resources based on social, political, and economic
institutions, the scholars assert that humanity is inherently assigning individuals to racial groups,
even if this reality is rejected (Omi & Winant, 1994, 2008). However, the color lines of race are
up for debate as scholars wonder if the United States is divided by whites and nonwhites, blacks
and nonblacks, or a triracial hierarchy (Bonilla-Silva, 2004; Saperstein, Penner, & Light, 2013).
Over the years, scholars have also utilized various examples to further validate this
theory. To illustrate the notions of anti-Semitism and Islamophobia utilizing racial formation,
Meer (2013) explains that Elizabethan English literature demonstrates “the category of race was
co-constituted with religion, and our resurrection of this genealogy implicates the formation of
race in the racialization of religious subjects” (p. 389). Thomas (2010) advocates that the racial
formation of Jews actually dates back to the medieval period. Comparatively, most scholars
claim racial formation is based in the modern age. Thomas’ (2010) assertation is demonstrated
by examining the ideological representation of Jews during this time and how the alignment of
medieval society was “based on European Christendom along lines of racial difference” (p.
1741). Moreover, Omi and Winant’s (1994) mention of the ideological struggles that exist for the
category of “white,” and in particular the “nonwhite” categories of Irish and Jews was of great
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significance to this study. Utilizing racial formation theory as a lens, this study evaluated if
Ashkenazi Jewish women professionals have been racialized in higher education.
Intersectional Analysis
The application of Racial Formation Theory was further enhanced through intersectional
analysis. Patricia Hill Collins (2015) asserts that intersectionality can build upon the notions of
the theory “by moving beyond a mono-categorical focus on racial inequality to encompass
multiple forms of inequality that are organized” (p. 5). Collins identifies three ways to further
examine intersectionality through this framework: power relations, social phenomena, and a
critical lens to inform social justice projects.
The elements of this study were further enriched using intersectional analysis, “Through
an awareness of intersectionality, we can better acknowledge and ground the differences among
us and negotiate the means by which these differences will find expression in constructing group
politics” (Crenshaw, 1991, p. 1299). The term “intersectionality” was first coined by Kimberlé
Crenshaw in a seminal paper written in 1989 to better understand “the multidimensional
situations, struggles, and voices of, in particular, black and minority women who found
themselves occupying an invisible space within more mainstream and middle-class antiracist and
feminist discourses” (Clark, 2013, para. 1). This study also utilized the principles of
intersectional analysis to understand the experiences of Jewish women within the field of higher
education. The overall aim of this analysis was to
explore intersecting patterns between structures of power and how people are
simultaneously positioned – and position themselves – in multiple categories, such as
gender, class, and ethnicity (Christensen & Jensen, 2012, p. 110).

46

Jewish women face issues not only based on how their Jewishness as defined by society, but also
their intersectional identities like gender and sexual orientation. Upon assimilation into the
American culture, secular Jewish women also became more educated, while at the same time
adjusting their roles within the home front. These intersecting identities create challenging
situations for Ashkenazi Jewish women professionals to navigate the workplace causing them to
utilize various strategies to thrive and survive.
Connections to the Study
Each of the above principles provided a basis of interpretation for the data and assisted
with examining the issues faced and strategies employed by Ashkenazi Jewish women
professionals on college campuses. The utilization of racial formation theory and intersectional
analysis provided a lens to view their experiences and better understand how this population
navigates academia. These concepts combined provided the ability to support this study’s
findings. Figure 1 illustrates the research design and the pathways between the conceptual
framework and the research questions.
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FIGURE 1: RESEARCH DESIGN

Research Design
Using Figure 1 as a guide, this next section provides information about the research
design, data collection, and data management.
Research Setting
Once participants were identified and due to the COVID-19 pandemic, my plans for the
setting shifted. The research setting is based on “meaning making” and considered the physical,
social, or cultural site in a qualitative research study (Creswell, 2016; Given, 2008; Maxwell,
2013; Yin, 2011). I decided to interview all participants through the Zoom online platform. Since
the informants lived across the United States, Zoom was a great option to engage in conversation
with individuals all over the country. Due to the pandemic, most of the individuals met with me
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in their home offices through Zoom, although one participant was in her office on campus. Each
interview also began with a reminder that participation in the study is voluntary and they could
end the interview at any time. I also asked each interviewee the same set of questions and
encouraged the participants to ask me questions.
Participant Criteria and Selection
Since the nature of this study could be of a sensitive nature, meaning Ashkenazi Jewish
women are typically invisible and must engage in a “coming out process” on their college
campuses, the ability for insiders to locate people for the study was imperative. The main
sampling strategy used was a purposive sample because the settings, persons, and activities
provide information that is specifically relevant to the research (Maxwell, 2013; Tongco, 2007;
Yin, 2011). This was a deliberate choice as the participants needed for the study were chosen
based on the qualities they possessed, their experiences, and their knowledge (Tongco, 2007). In
purposive sampling, there is no defined amount of how many people, but qualitative researchers
have indicated that five people is a good number of informants for the data to be reliable
(Tongco, 2007). For this study, the number of participants was dependent on access and
willingness to share their experience. My goal was to interview a minimum of five and a
maximum of eight individuals.
In reality, I interviewed 14 individuals. Since the researcher identified as an “insider,” I
began with a post on the closed Facebook group, “Jewish Student Affairs Professionals.” I
already received permission from the Administrator of the Facebook group to recruit on this
platform prior to IRB approval. Within ten minutes of posting the link to the “Participant Interest
and Inclusion Criteria Verification Survey” Google form, I received ten submissions. Within 24
hours, I had 23 submissions. Upon review of the initial participant criteria and reviewing the
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Google form, I identified 17 individuals that qualified for the study. Each of them met the
proposed inclusion criteria: (a) identify as Ashkenazi Jewish; (b) identify as female; (c) currently
hold a professional position in higher education within Student Affairs, Academic Affairs, or
serve as academic faculty (d) need to be employed at a university, community college, or other
postsecondary institution for at minimum one year. I also sent the “Study Participation and
Consent” Google form to each of these participants. Upon completion of the form, 14 of these
individuals scheduled and completed interviews with me. In the comments, three of the
participants even shared their excitement for participating in the study. One woman even wrote,
“I am fascinated by your topic and I look forward to participating!!!”
Moreover, upon further review and after interviewing all 14, I narrowed down the
participants to better meet the needs of the study and research questions. Ten individuals met the
revised criterion: (a) identify as Ashkenazi Jewish; (b) identify as female; (c) currently hold an
entry-level or mid-level professional position within a functional area in Student Affairs; (d)
employed by the same institution for at least one year; (e) served as a full-time professional for at
minimum one year. The other four women were removed from the results due to a variety of
factors. One was eliminated because she was affiliated with a university but employed by a
different organization. Another identified as full-time academic faculty; the study was refocused
to only include individuals working in Student Affairs. The third participant was the Chief
Student Affairs Officer for her institution; therefore, her positionality was different than the
others. The fourth woman had just transitioned to her current institution, even though the
selection criteria specifically asked participants to be employed for at minimum one year.
Compared to Sephardic, Mizrahi, and Beta Israel Jews, Ashkenazi Jews are typically the
ones that are able to “pass as white” and assimilate into society with people unknowingly aware
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of their identity until the women proclaim their affiliation (Levine-Rasky, 2008). The women
chosen for this study varied in age, marital status, functional area within higher education,
institution type, educational level, and where they reside in the United States.
Data Management and Collection
Data collection was shaped by the field notes collected and data recorded through oneon-one interviews with participants in addition to firsthand experiences of the researcher and
document analysis (Creswell, 2016). Each participant was provided with information about the
research to gain informed consent (Creswell, 2016). I handwrote, audio and video recorded (with
consent) the interviews (Creswell, 2016; Turner, 2010). After the interviews, I transcribed the
recordings. My notes included observations of the setting, visual appearance of the participants,
verbal and nonverbal cues, my personal perceptions, and quotes.
During this phase, participants were also asked to provide verbal and written permission
to have interviews audio and video recorded by the Zoom platform at the beginning of the
interview. The researcher protected and secured identities of the participant’s anonymity by
using pseudonyms for data analysis and findings. Any information about participants was also
stored on a password protected website with state-of-the-art encryption. The timeline of data
collection and analysis began in April 2020 (see Table 1).
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TABLE 1: TIMELINE OF STUDY
Dates

Activity

November 2019
February 2020
April 2020- May 2020
April 2020- September 2020
May 2020- June 2020
May 2020-September 2020
August 2020-September 2020
April 2020- September 2020
July 2020- September 2020
September 2020- October 2020

IRB Approved
Proposal Defense Approved
Selected Participants and Collected Informed Consent
Document Analysis
Individual Interviews and Reflective Journaling
Transcriptions of Individual Interviews
Data Member Checks
Reflective Journaling and Document Analysis
Cross Check (All Data)
Organized and Results Write-Up

Data Analysis and Interpretation
For data analysis, my initial step was to compile the data by reviewing memos, interview
transcripts, and observational notes (Creswell, 2016). This method is also known as “constant
comparative analysis” and helps the researcher by “identifying patterns, coding data, and
categorizing findings” (Anfara, Brown, & Mangione, 2002, p. 32). The coding was data-driven
and based on the material found in the research (Creswell, 2016; Ryan & Bernard, 2003). I coded
my transcripts using descriptive codes identifying the research themes (Bradley, Curry, &
Devers, 2007; Creswell, 2016). I also utilized my conceptual and theoretical framework to
analyze the data on a continuous basis to ensure critical reflexivity throughout the process. After
the initial coding, I reviewed the codes once again, reflected on the findings, and selected the
main themes to be presented (Bradley, Curry, & Devers, 2007; Guest, Bunce, & Johnson, 2006).
Ethical Protection of Participants
In order to foster the trustworthiness of the study, it was important to recognize that
“humans are always interpretive beings and the world simply does not “exist” irrespective of
individuals” (Tierney & Clemens, 2011, p. 63). The meanings that I created as the researcher for
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this study was ever changing because my own understanding of the world is subjective.
However, this research was based on four criteria: credibility, transferability, dependability, and
confirmability. As the researcher, I had an obligation to provide as much information about the
research to give the reader enough description to create a visual interpretation of the informants’
experiences. This translates to the credibility of the study. The research was based on my
participants’ experiences, not universal, but should be helpful to future researchers and thus
transferable. The logic used to create the research design and methods was dependable and
reliable clearly explaining how the data is collected and over what period of time. Finally, the
research findings were “clearly linked to analysis, data, and the research site to inform the
confirmability of the data” (Tierney & Clemens, 2011, p. 64-65). Each of these four principles
were crucial in creating the trustworthiness of this study.
As the researcher, I also provided information about the research to promote informed
consent to the participants (Gibbs, 2009; Maxwell, 2013). Through this process, I explained the
purpose and process of the research, the elements of participation involved, potential risk, and
the benefits of the research, which was also included in the letter of consent. Each participant
also had an electronic copy of the informed consent letter. If the participants had any questions
or concerns about the research, I explained them. At the beginning of every interview, I also
reminded the participants that if at any point of the process they did not want to continue, they
could withdraw.
Throughout the study, participants’ real names were not used allowing for the
confidentiality and privacy of the individuals (Gibbs, 2007, Maxwell, 2013). The fieldnotes and
findings were descriptive in nature and the research report used direct quotes demonstrating that
the evidence is grounded in the data collected (Angrosino, 2007; Geertz, 1973; Gibbs, 2009;
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Maxwell, 2013). I also used the method of triangulation to validate my data (Creswell, 2016;
Maxwell, 2013).
Due to the nature of the interview questions, there may have been some discomfort or
stress when the participants described their career pathway experiences and/or experiences
related to their identities. Given this potential risk, the researcher made great efforts for the
participants to feel safe and comfortable. I was also flexible to the feelings that emerged during
the interview and emphasized that the participants could refuse to answer any question that made
her uncomfortable. There was zero physical risk as a result of this study. Each interview was
about 60-90 minutes, some spanned two hours. Participants were also asked to engage in
member checking transcripts and themes after the study was complete, which took up to 30
minutes.
All data was digitalized and stored on a password-protected website with state-of-the-art
encryption. The Primary Investigators (PIs) served as the site administrators. Audio and video
files were uploaded to the encrypted database immediately following the interview. The audio
was transcribed within 24 hours. Note that participants did not have to answer all interview
questions. If a participant asked to omit certain content from the interview, that content was not
transcribed and therefore did not become part of the dataset. Note that handwritten data of any
kind was also digitalized within 24 hours, and the paper-based data was destroyed. All
documents were uploaded and kept on individual computers. All participants names were
changed to pseudonyms with the approval of the participant after the consent process occurred.
The researcher used the same name for all the data sources: interviews and reflections. If the
related study is presented at a conference or published in the future, the same pseudonyms will
be used. The data will be kept for 3 years, after that time, the website and data will be destroyed.
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Chapter Summary
This chapter provided a summary of the theoretical frameworks, methodology, research
design, data collection and analysis, and any ethical concerns. Since this study was the first of its
kind in over a decade, the findings in Chapter 4 provides knowledge to future researchers to
better understand the experiences of Jewish women in higher education professional roles. The
implications and significance of this study is written in Chapter 5 in addition to the areas of
change or support needed for this population to succeed in the field.
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CHAPTER 4: RESEARCH FINDINGS
Introduction
Chapter 1 presented an overview of the subject matter regarding Ashkenazi Jewish
women professionals in higher education offering the historical background of the problem and
the frameworks grounding the study. Chapter 2 reviewed the literature examining Jewish
identity, the racialization of Jews as “white,” and the role of Jews and Jewish women in higher
education. Chapter 3 described the research design, methods of the study, participants, and
timeline. This chapter, Chapter 4, presents the study’s findings from the nine individual
interviews using an intrinsic case study design seeking to understand if Ashkenazi Jewish
women professionals engage in the world of higher education differently than their non-Jewish
counterparts.
Restatement of the Purpose of the Study and Research Question
The purpose of this qualitative methodological case study was to explore the lived
experiences of Ashkenazi Jewish women who currently hold professional positions in
postsecondary education. The study fills a gap in the literature about Ashkenazi Jewish women
professionals in higher education as specific research on this population has not been done in
over a decade. This research provides knowledge for future scholars using these questions as a
guide:
1. How do Ashkenazi Jewish women professionals in higher education self-identify racially
and how do they think others perceive them?
2. Do personal identities (i.e. gender, race, Jewishness, age, socio-economic class, sexual
orientation, education) impact an Ashkenazi Jewish women’s professional identity in
higher education?
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3. What strategies do Ashkenazi Jewish women professionals use to navigate through the
world of higher education and academia?
Study Participants
Through the recruitment process, this study drafted 14 individuals to participate. Each of
them met the initial inclusion criteria defined in the previous chapter. However, upon further
review and after interviewing all 14, I narrowed down the participants to better meet the needs of
the study and research questions. Ten individuals met the revised criterion described in Chapter 3
and were selected to be profiled in this chapter. During the one-on-one interviews, each
participant was asked a set of demographic questions and to identify a pseudonym. I wanted the
women to feel like they had some control in how their stories were shared. Therefore, I believed
providing them the opportunity to choose their names gave them this ability. Most of the women
chose their own aliases based on previous experiences, middle names, or their Hebrew names.
While some gave me the privilege of bestowing their names. The tables below (Table 2, Table 3,
and Table 4), provide an overview of the participants’ demographics including their names, ages,
marital status, functional areas, years in the profession, regional location, etc.
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TABLE 2: PARTICIPANT DEMOGRAPHICS
Age

Marital
Status

Ann

36

Married

Number
of
Children
1

Aviva
Camryn

41
29

Married
Married

1
0

Elizabeth

30

Single

0

Esther

29

Single

0

Maxie

26

Single

0

Michelle

39

Married

2

Rachel
Renee
Sue

31
36
51

Single
Single
Married

0
0
2

Name

Jewish Identification
Reform Jew; Patrilineally Jewish;
Interfaith marriage, child being raised Jewish
Conservative Jew; Believes biological component
Reform Jew; Patrilineally Jewish- Mom is Agnostic;
Interfaith marriage, will raise children Jewish
Reform Jew; depending on context, leans
Conservative
Raised Conservative, identifies as “Conservadox;”
Dad converted to Judaism by choice to be same as
children
Culturally Jewish: Mom converted to Judaism;
Dad raised culturally Jewish, but not practicing
Reform Jew; Interfaith marriage, children being raised
Jewish
Culturally Jewish; Believes biological component
Raised Reform; Practices Humanistic Judaism
Reform Jew

TABLE 3: PARTICIPANT PROFESSIONAL EXPERIENCE
Name
Ann
Aviva
Camryn
Elizabeth
Esther
Maxie
Michelle
Rachel
Renee
Sue

Years in
Profession
14
17
5
5
4
3
15
6
13
3.5

Professional
Level
Mid-Level
Mid-Level
Mid-Level
Mid-Level
Entry Level
Entry Level
Mid-Level
Mid-Level
Mid-Level
Entry Level

Educational Level
Master’s Degree; Doctorate in progress
Master’s Degree; Doctorate in progress
Master’s Degree
Master’s Degree
Master’s Degree
Master’s Degree
Master’s Degree
Master’s Degree; Doctorate in progress
Master’s Degree; Doctorate in progress
Bachelor’s Degree
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TABLE 4: PARTICIPANT UNIVERSITY DEMOGRAPHICS
Name

Functional Area

Region

Institution Type

Ann
Aviva
Camryn
Elizabeth
Esther
Maxie
Michelle
Rachel
Renee
Sue

Student Affairs
Student Conduct
Scholarship Programs
Student Conduct
Fraternity and Sorority Life
Student Conduct
Career Services
Assessment
Student Conduct
Event Services

Midwest
Southeast
West
Northeast
Northeast
Southeast
Midwest
Southeast
Southeast
West

Large 4-year Public
Large 4-year Private
Large 4-year Public
Small Private Religiously- affiliated
Medium 4-year Public
Small Private Liberal Arts
Large 4-year Public
Large 4-year Public
Large 4-year Public
Large 4-year Public

Case Study Presentation
This next section describes the interviews with each of the participants guided by the
three research questions. Each of the interview profiles are intentionally labelled, “Summary
Tzelem of [Participant Name].” In Judaism, “B’Tzelem Elohim” means that each person is
created “In G-d’s Image.” This concept is a core teaching that every Jew learns and encourages
Jews to engage with others with loving kindness, respect, and dignity. “Tzelem” roughly
translates to “image.” Hence, each section is titled, “Summary ‘Image’ of [Participant Name].”
As the researcher, I intentionally differentiated my findings from the discussion to follow
in Chapter 5. This chapter is purposefully constructed in a method of Jewish storytelling
illustrated in a technique similar to that of the commentators of the Talmud. The Talmud is the
central text of Rabbinic Judaism and contains the history of the Jewish religion including the
laws and beliefs. Comparable to one of the most well-known Talmudic commentators, Rashi, the
women’s stories are explained and translated using dialogue from the interviews, “while for the
most part, refraining from subjecting the text to analysis or comparison” (Landesman, n.d., para.
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1). Rabbi Shlomo Yitzkak, colloquially known as “Rashi,” was a medieval French Rabbi (Jewish
scholar or teacher) and author of some of the most comprehensive commentary on the Talmud.
Since this study focuses on Ashkenazi Jewish women, it is notable that Rashi was “one of
the principal disseminators of Ashkenazic tradition” (Zivotosky, 2011). As a Jewish woman, I
have always been inspired by him. Rashi and his wife had four daughters, no sons, and was
known to have taught them to read and write- something that was taboo during his time and
prohibited based on Jewish law. Two of his daughters, Miriam and Yocheved, even married
great Torah scholars and were considered to have “bore and raised some of the most undisputed
leaders of Ashkenazic Jewry” (Zivotosky, 2011).
Thus, this chapter is presented in a culturally responsive and relevant technique based on
Ashkenazi Jewish storytelling. Each case study is introduced with the interviewees demographic
information including pseudonym, age, marital status, if they have any children, position type,
functional area, years in the profession, years at their current institution, regional location, and
institution type. Each section then discusses the participants’ path into the Student Affairs
profession and whether or not their Jewish identity informed their undergraduate and graduate
school experiences. The women’s own words from the interviews are used thoughtfully to
present the data. Each case is also framed based on three factors: their personal racial
identification and how they believe others perceive them, if and how their personal identities
impact their professional identities, and any strategies used to navigate higher education.
For contextual background, each of these interviews took place before, during, or right
after the George Floyd murder, nationwide protests, and rise of the Black Lives Matter
movement. In many cases and when relevant, I mention when these interviews occurred to
provide perspective. Additionally, the women had been quarantining and working remotely for
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almost three months due to the worldwide COVID-19 pandemic. Based on these facts, the
participants shared they each had been personally reflecting on their identities, both racial and
Jewish identity, due to the current political climate and public health concerns occurring in the
United States. Moreover, each participant was asked the same questions based on the interview
protocol (See Appendix A). However, depending on their responses, the order in which they
were asked and presented within each section is varied.
Summary Tzelem of Rachel
Rachel is a single, 31-year old woman serving as a full-time Student Affairs professional
in the functional area of Assessment, while simultaneously pursuing her Doctorate. She has
worked in the Student Affairs profession for six years and at her current institution, a four-year
public university with the Hispanic Serving Institution (HSI) designation in the Southeast region
for the last four years.
Path into the Profession
Rachel began the interview explaining her path into the Student Affairs profession as it
“tells a lot about who I am.” She chose her undergraduate university based on three factors. The
first motive was because the school had a well-developed program in Environmental Studies,
which was rare. The second reason was they had an active Hillel- Center for Jewish Student Life.
Third, she wanted a school out of state, but not too far from home.
During her freshman year, Rachel had a huge fight with her Mom, which prompted her to
sign up to be an Orientation Leader. The next day, she made up with her mom, but she had still
agreed to become an Orientation Leader which meant spending the entire summer helping the
new students transition to college and being away from home. She also worked for Hillel. When
the Hillel Rabbi, a Jewish spiritual leader and teacher, discovered Rachel was good at math, the
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clergy member asked her to tutor their daughter, which led Rachel to spend a lot of time at Hillel
and to even expand her tutoring services to help other students. She believes that both of these
experiences prompted her further involvement in the field. When she started working for Student
Affairs, they realized she was good at using Excel and found herself in Assessment just by
having this skill set. As she explained, much of the good fortune in her career was about being in
the “…right place, right time… people just finding out you know something and then being like,
‘Oh, hey, you're going to do this.’” Rachel continued to explain her path into the profession as
“a series of unfortunate events that seemed to have worked out really well for me.” For example,
during graduate school interviews, she was applying for a position and midway through the
conversation, the interviewer told Rachel she was a perfect fit for the assessment position (which
is not what she applied for) changing her path right then and there. As we say, the rest is history!
Personal Racial Identification and Others’ Perceptions
Rachel shared that when she moved to her current location and institution that is
considered a “minority majority university,” she became more aware of the social identity
conversations occurring around her,
There are a lot of discussions of what race means, what ethnicity means, what code
switching means that comes up more naturally… My supervisor was black, my
colleagues are black, I was the only white person for a while in the office… If you are
willing to listen, you hear a lot about what it means to be a minority… And as they kept
talking, I was like, “Oh, I do that. I'm not going to say that here, but that's what it's
called.”
Over the years, Jews have consistently encountered difficulty in defining themselves as a
minority in American society due to their ability to pass as racially White (Kushner, 2009).
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For further context, the interview with Rachel took place two weeks after George Floyd’s
murder and the increase of protests for the Black Lives Matter movement. She shared that she
began thinking a lot about whiteness and what being Jewish means due to the current political
climate,
… I have this white privilege and I can hide being Jewish. It’s always something I have
the choice of, do I use my white privilege, or do I share that part of myself? I'm like,
really balancing, what it means to have an identity that does make you a minority at
times, but it’s hideable… it's also comparing and contrasting it with people who are
LGBTQ who don't necessarily feel that they should hide it. But Judaism is something that
we were told, “Your parents have hidden, your grandparents have hidden. And you
should hide it too. Be careful with this identity.”
Jews have the privilege to hide their religion/ethnicity similar to individuals that can hide their
sexuality (Greenebaum, 1999). Rachel also clarified that she now categorizes her Jewish identity
as an ethnicity with a biological component,
I use ethnicity more often than not for myself, but I'm very careful using it outside of
other Jews because ethnicity only tends to refer to Hispanic and Latinx communities…
So, I'm very careful about that... I also believe there is a biological component to it…
As noted by the Racial Formation Theory, the socio-political climate has implications on the
way’s individuals understand their racial identity (Omi & Winant, 1994). Rachel went on to
further describe that in some spaces she is “really aware and really uncomfortable” about
revealing her Jewish identity “…because I don't know what the ramifications are for me, or for
someone else, unless I really know the person…”
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Rachel explained that “if you don't know me, then I just appear as a white woman. And
that's how I present myself. And that's the majority identity people will take away from me.” For
years, Jews have assimilated into American society for risk of being racially targeted like their
European ancestors during the Holocaust (Biale, 1998; Hyman, 1995; Gaynor, 2011; Kushner,
2009; Macdonald-Dennis, 2006; Resnick, 1996). Rachel further reflected on the fact that she
leans into her identity of “passing” for a white woman based on her familial teachings and the
need to feel safe, while also citing the generational trauma that exists for the Jewish community.
Personal Identities Impacting Professional Identity
In regard to personal identity, Rachel rationalized that she compartmentalizes aspects of
herself based of her training as a scientist explaining “Judaism would fall equally as something I
would compartmentalize.” Rachel reasoned there are power dynamics that exist when sharing
her Jewish identity in professional and personal settings and how she relates to others,
From my parents teaching me, my grandparents teaching me, like you don't bring that up.
You wait and see how people are going to react to it. And then if you trust someone, you
can bring it up to them. I was talking to a friend a couple nights ago about this. And we
were both like, it's almost like the way people who are gay talked about coming out…
you don't have to come out to your family. Your family already knows, but you do have
to come out to friends and colleagues. You have to say to them, “Oh, by the way, this is
another part of my identity that I don't share.” Or maybe it's closer to like having a
learning disability that like you can hide it for a long time…
Rachel’s intersectional identities further contribute to the issues she faces as a professional
(Crenshaw, 1991). She revealed an experience during the first week of training at her graduate
institution in the South when they were asked to pray as a group in Jesus’ name. She said that at
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that moment she realized she would not be mentioning her Jewish identity while she worked
there,
Church culture is big [in this region]. You know, like, once people figured out that I
wasn't Christian, they didn't know I was Jewish, but they knew I wasn't Christian, I was
prayed for every Friday and every Wednesday night at the prayer groups… to this day, I
think, my name is still on the list.
As the interview progressed, we discussed a variety of Rachel’s professional experiences and the
stark differences between her time in the Midwest, South, and Southeast regions. When she was
a student in the Midwest, she capitalized on her work experience at Hillel, a Jewish organization,
when applying for jobs in the surrounding cities because it was “well known” and “liked in the
area by many people.” Additionally, the Rabbi’s connections opened up doors to other
opportunities for the students involved. Consequently, Rachel’s experience in the South was
quite different. She even identified one of her former supervisors as antisemitic. For example,
this individual would use veiled language saying things like, “not you, but other Jews,” “I’m sure
you always have money,” or even make stereotypical jokes about Jews being greedy asking her,
“Why don’t you spend money on Tupperware instead of reusing yogurt containers?” implying
that Rachel was stingy with her money. She explained that at her current institution in the
Southeast there are many Jews living in the surrounding area, so she “is conscious” of her Jewish
identity, but not “as cautious as my time in the South.”
Strategies Used to Navigate Higher Education
Having a variety of experiences as a Jew in varied regions, Rachel has adapted the way
she interacts with others. She explained that during the Jewish holidays, she is very cognizant of
how she “performs” the Jewish customs. For example, during Passover, a holiday in which Jews
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eat matzah (unleavened bread) for a week in honor of the Israelites escaping Egypt, Rachel
explained that she does not eat Matzah at work, “…I would take salad for a week or quinoa for a
week for lunch. I would even think beforehand, I should eat quinoa for lunch before Passover
starts so people have seen me eat quinoa before and not think it’s remarkable.” Rachel implied a
variety of times throughout the interview that she is very careful not to bring too much attention
to her Jewish identity. Jews continue to assimilate into society with people unknowingly aware
of their identity (Levine-Rasky, 2008).
Throughout Rachel’s professional career, she has also “found” the other Jews that work
at the institutions describing it as an instant connection, “She looked at me and we looked at it
each other and we just knew instantly… you're like, I recognize that name. I recognize those
features…” Rachel’s first and last name could also be considered quintessential Jewish, which
has helped students and others identify her. She shared an example of one of the associate
directors inviting her to the Jewish high holy days at her home, “I was like, ‘are you?’ and she
was like, ‘Do you want to come to Rosh Hashanah dinner at my home?’ She just got it and it was
like building a bridge with another person.” She also described an interaction with a student
when she taught a freshman seminar course in the South. The first day of class, the student came
up to her and said,
I chose this class because your last name looks like my last name. He was like, “is it?” He
said it exactly like that and I was like, “Yes.” and he was like, “Can I talk to you about
that if I need to?” I was like, “Yes.” But it was coded. He was also from New York and
he like already noticed that he needed to have a code.
She explained these conversations were many times implicit, not having to use words just
understanding one another. We also talked about the feeling of being tokenized in the workplace
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and Rachel reiterated, “I don't think you can tokenize an identity that's not on display.” She
further stated that she does not “mark” anything in her office or her body that would showcase
her affiliation to Judaism. She does not adhere a mezuzah on her door or add Jewish artifacts in
her office because she feels the need to be “careful” and that it is “not something I would do
anyway.” Much of the interview revolved around Rachel being “careful” about sharing her
Jewish identity stemming from familial teachings and leaning on her privilege of passing as a
white woman.
Summary Tzelem of Elizabeth
Elizabeth is a single, 30-year old woman serving as a full-time Student Affairs
professional in the functional area of Student Conduct. She has worked in the Student Affairs
profession for 5 years and at her current institution, a small religiously affiliated private
university in the Northeast region, for the last year and a half.
Path into the Profession
When asked about her path into the profession, Elizabeth explained she was a student
leader during her undergraduate career and was involved in Hillel, “my campus was not in a
Jewish area, it had a very small Jewish population, so our Hillel was really small.” Due to this
experience, when Elizabeth decided to apply to graduate school, she prioritized institutions with
large Hillels. During the graduate school interview weekend, she also arranged her schedule to
attend Hillel events at the colleges to see if they were a good fit. Elizabeth went on to explain
that at the last minute, she decided to apply to one more graduate program and googled “Most
Jewish Schools in the Nation.” She found four schools: one in New Jersey and three in Florida.
Elizabeth did not want to move to Florida, so she applied to the New Jersey program. Upon
visiting this college, it became her top choice; obtaining a Master’s degree in Student Affairs
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from this institution. During her Masters’ program, Elizabeth also shared that she founded the
“Graduate Hillel” with other Jewish graduate students after attending some Hillel events with 18year-olds feeling she was “too old” and that it was a conflict of interest with her assistantship in
Student Conduct.
Upon graduation, she took a job at an institution in New York for 3 and a half years that
had a large Jewish presence and large Hillel. Comparatively, for the last 1 and a half years,
Elizabeth has worked at a religiously affiliated small private university where she mentioned
multiple times a feeling of polarization and that attempts to include her “have been tough.” She
even said there “are moments when I wish I wasn’t Jewish.” Throughout the interview, Elizabeth
also described the area as “Middle America” and an “extremely conservative city.” I questioned
her why she felt that way and she illuminated,
The way it was explained to me when I started is, the two times that President Trump
campaigned in 2016 in the state of Pennsylvania, I guess both times they were held in the
town that the college is in. The town is about 97%, white, very conservative. There's
some protests going on there right now as it relates to the virus. There is also no context
clues that show we are only 25 miles from a major city, therefore it feels like Middle
America.
Elizabeth went on to describe that her current professional experience in this city is very
different from her graduate school city and the city she took her first position in higher
education. As noted by Minkin (2019), after the 2016 election, the changing dynamics of race in
the country impacted the Jewish community; how, exactly, remains to be researched. Elizabeth
also explained that most of the faculty, staff, and students at this institution have never met a
Jewish person, “They have had no exposure to Jews outside of movies.”
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Personal Racial Identification and Others’ Perceptions
Elizabeth shared that she “blends in so well” that she has a lot of sympathy for the
students and staff of color on campus, which makes up about 24% of the campus community.
Elizabeth explained that “race feels like a huge issue on campus," but the subject goes
unmentioned. She revealed that colleagues have said to her, “racism is not real on campus
because we are people of G-d here.” During meetings, Elizabeth shared that she is the “white”
person in the room to speak up when issues arise and feels like a “whistleblower” when she
points out the campus’ systemic race issues. The ability for Jewish women to act as allies to
women of color in academia is vital (Horsburgh, 1993). At the same time, she said she is
“careful” when speaking out against injustices and that it is like “walking on eggshells” because
it is “really scary coming out” against the university as she is an at-will employee and not in a
union. She explained that it took a year before she felt comfortable,
…but at my one-year mark, when we had another diversity speaker, I said, “I find it
remarkable that we don't talk about race on our campus. I hope I'm not offending anyone.
I hope I'm not speaking for anyone else. But I don't think we talk about race on our
campus, and I think we have a lot of race issues on our campus.
Elizabeth reasoned that she identifies as a white person, but wonders if she cares so much about
these race issues because she is Jewish,
It's hard because I wonder all the time. Like, do I care about these race issues because I'm
Jewish, or do I care about these race issues because I would have cared about these race
issues? I obviously have no way of knowing, but I think about it a lot… being Jewish
means you stand up when this kind of stuff is happening like, period. I have no way of
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knowing how I would have turned out had I not been raised Jewish. There's no way to
know. Since I knew how to talk, I knew that I was Jewish.
Elizabeth recognizes the privilege of being able to “blend in” on her campus without having to
declare her Jewish identity (Beck, 1988; Greenebaum, 1999; Krieger, 2000; Singer, 2008; Zinn
& Dill, 1996). Being seen as a “white woman” has allowed her to speak up for the students and
colleagues of color, but at the same time, she does not want others to see her as a “white savior.”
Personal Identities Impacting Professional Identity
Much of the interview revolved around Elizabeth’s experience with her current institution
and how her identities impact how she relates to others on campus. Elizabeth described a specific
incident in detail that she felt was “egregious” due to the university’s response. This incident
even prompted her to report it to Human Resources (HR). She explained there was a
circumstance that impacted two demographic groups (that she did not identify with) that were
targeted by a hate crime. Elizabeth expanded,
I felt very responsible for like being a voice with this. I was advised that the best way to
be taken seriously by HR would be to make it about me and to say that I consider myself
a minority as a Jewish woman and that this therefore created a hostile work environment
for me. And I was like, ‘I don't even know if what I'm saying is true.’ There's a policy
that says it takes 10 days to resolve employee grievances. 89 days later, when I'm
begging them for a resolution meeting, I was like, ‘Well, actually now I do feel like I'm
in a hostile environment.’ So, it might have not been true when I reported it, but it was
certainly true by the end.
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In this instance, Elizabeth was told to lean on her intersectional identities (Crenshaw, 1991). She
was told “to be taken seriously” she needed to proclaim her minority status as a Jew. Although,
Elizabeth said she was hesitant to do this because,
…nothing ever happens. In the end, they didn't take me seriously. I spoke my truth, and
no one listened. It counted for nothing. I felt very small. It was like the four people who
sort of like blocked me from doing something who are all high up in four different areas
in school. All four are white cisgender heterosexual men from Middle America. It's like
disheartening when you realize that everything you read on the news is true. Like,
everything you see that happens is really happening everywhere. It's not just in politics.
It's not just on big campuses, like this is on a small campus.
Elizabeth also explained the dichotomy between the two places that she has worked as a
professional in relation to her Jewish identity, “When I worked in Manhattan [where there was a
large Jewish population], students all the time, would ask me if I was Jewish, which I wasn't
used to and learned it was a little cultural. Whereas, where I am now, students wouldn't
recognize my name as being Jewish because they don't know what being Jewish is.” Elizabeth
continued to describe her current on-campus experience as polarizing,
…So there’s a lot of moments where I wish they didn't know I was Jewish, which anyone
who knows me would be like surprised to hear me say because I have always been very
involved in the Jewish community but when like, one of the highest up administrators at
the school, knocked on the door of every Jewish faculty [including mine], on my first
day, like I thought it was a joke but it's not a joke… As people meet me, they're like, “Oh,
yeah, you're that one whose door was knocked on.” Then, I was asked to be on an

71

interfaith panel pretty early on, and given how polarized I already felt my inclination was
to say “No,” but I'd rather them have this information [about Jews] than none…
She went on to share that once people realized she was Jewish, there were lots of questions,
many she considered inappropriate. She explained, “My viewpoint is different than others, but I
wanted people to be comfortable asking me questions.”
Elizabeth went on to share that this last semester she enrolled in a course on Tuesdays
offered by the Jewish Federation to be with young academic minded Jewish adults. She said this
course became an escape from her work life and that she could be her “full authentic self.” She
also said that,
…people close to me have sort of pointed this out and like I don't disagree that I became
a little more religious since working at the school, but I don't call it religious. Like my
partner will joke. He's like, we're like Orthodox now. And I'm like, ‘NO!,’ lighting the
Shabbat candles every Friday night does not make us Orthodox like being in a place that's
so not Jewish where people have made me feel so weird about Jewish that I'm not
wearing Judaica, like reminds me that it's important to light Shabbat candles… I think
being in a space of really strong faith, not my faith, has made me just a little more
interested in my own faith…
Elizabeth summarized that feeling polarized for her faith tradition in the workplace pushed her to
seek out other opportunities allowing her to be her true authentic Jewish self once again.
Strategies Used to Navigate Higher Education
As the interview progressed, Elizabeth clarified that the way she interacts with colleagues
from when she first began working at her institution compared to now is different,
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I wanted people to be comfortable asking me questions. So, I did things like my third
month of working here. I brought hamantaschen for Purim to share with my team to try to
like, get ahead of all the whispers and things, you know, to try to make them comfortable
asking me questions...
Presently, she said, after her interaction with Human Resources and the racial tensions on
campus, she is hesitant to share her Jewish identity,
Well, it's interesting because like, no one would know other than like the two people who
I've told there, no one would ever know that I'm uncomfortable because I, I blend in so
well, I get along with everyone. I have a lot of sympathy for my colleagues of color who
do not have it easy there. And I feel a lot of guilt with that. Because as weird as people's
comments are to me, like only some people know, like, by the time COVID ends, and
we're back on campus, they'll have forgotten about my Jewish identity.
Elizabeth has the privilege and ability of masking her discomfort in sharing her Jewish identity
after troublesome incidents leaning on her white privilege. Consequently, this is not a unique
situation as Jewish people have assimilated into the mainstream culture in order to “fit in” for
years (Biale, 1998; Hyman, 1995; Gaynor, 2011; Kushner, 2009; Macdonald-Dennis, 2006;
Resnick, 1996).
Additionally, Elizabeth shared an experience during a recent staff meeting when the
facilitators were asking the “diverse” participants to create a Diversity Subcommittee and she
decided to speak up for her colleagues of color. She recalled what she said and her internal
processing during this moment,
…I hear what you're saying about a Diversity Committee. It sounds really well intended.
I'm sure every one of us in this room appreciates it.” But, what I wanted to say is, “I
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know you're gonna make us diverse people do it,” but, what I said instead was,
“Regardless of who is placed onto this committee, I believe diversity work is every single
one of our responsibilities… we all should be engaged in diversity work.”
In this moment, she also remembered being cautious in what she said as she was aware of her
own underrepresented identities. Elizabeth shared this was a “scary moment,” but decided to use
her positionality and privilege to support her colleagues of color and the “other diverse folx.”
Due to their visual ambiguity, Jewish women are in a unique position to support other minorities,
while some decide to lean on their invisibility (Frankenberg, 1993; Freidenreich, 2007;
Greenebaum, 1999; Horsburgh, 1993).
We also discussed if she shares her Jewish identity during the job search process and/or
on her online profiles. Elizabeth said that after some difficult experiences, she does not include
any indicators on her resume or LinkedIn profile anymore signifying her Jewish identity. She
said she used to include her work experiences in the Jewish sector on her LinkedIn profile, but
when she worked in New York City a student filed a complaint against her “for allegedly being
racist against students of Middle Eastern descent and only making fair conduct decisions for
Jewish students.” She explained that the student brought the case to Human Resources for
investigation, but she was found not responsible. After this incident, she decided to delete
everything from her LinkedIn profile associating her with the Jewish sector and never put it up
again.
Subsequently, the one thing that Elizabeth does do during a job interview is wear a
Judaica necklace because she wants people to know she is Jewish. She clarified that she does not
usually wear a Star of David, but rather a more subtle piece of jewelry like a Hamsa (a symbol
that represents the Hand of G-d). She declared, “This is going to sound so crazy but if they don't
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like Jewish people, and they're not going to hire me now that they know I'm like, “Good, like
GOOD, I don't want to work for you anyway.” Elizabeth also recalled that over the years, she
has noticed that Jews working in higher education have a way of finding each other “dropping
little hints whether intentionally or not” to one another.
Throughout the interview, Elizabeth described a range of experiences as a Jewish woman
both regionally and based on her positions at different institution types. Her intentionality and
thought process of how she presents herself to others is based on very varied occurrences and her
own value system explaining that she constantly has to decide whether or not to bring her Jewish
identity to work or not.
Summary Tzelem of Camryn
Camryn is a married, 29-year old woman serving as a full-time Student Affairs
professional in the functional area of Scholarship Programs in the Western region. She has
worked at the same institution for the last 5 years: a large four-year public university with the
distinction of being a Hispanic Serving Institution.
Path into the Profession
We began the interview discussing Camryn’s path into the profession. She explained that
she has always been comfortable in educational spaces sharing that her father was a high school
teacher for 32 years and her wife is a current high school teacher. She even majored in English
seeking a teaching license because her parents told her it would provide her more employment
opportunities. She became a student employee in Residence Life as a social justice mentor
focusing on training and programming around equity and diversity issues. She explained that
individuals in Residence Life “were large advocates for folks joining Student Affairs as a
profession” causing her to be introduced to the field very early on in her college career. She went
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on to say that what she really liked about Higher Education was “the space for students to have
transformational conversations,” even learning a lot about her own whiteness and queerness.
The desire to be able to continue to facilitate these opportunities for other students led Camryn to
pursue a career in Student Affairs.
Personal Racial Identification and Others’ Perceptions
Camryn shared that her understanding of her racial identity has shifted over the years
based on personal experiences and the results of a recent DNA test,
…Early on in my racial identity development, I was like, “Yes, I'm a Jew, asterisk
whiteness…” So, is my ethnicity Jewish? I don't actually know the answer to that one.
Like I’m definitely culturally Jewish… so where I fall on Judaism and whiteness right
now is that I'm white, but my Judaism is conditionally white… white Jews have a
responsibility to dismantle white supremacy, especially as our conditional whiteness robs
us of our full humanity by indoctrinating us in white supremacy.
This notion of “conditionally white” was further assessed based on Camryn’s familial connection
to the Holocaust. As the granddaughter of a Holocaust survivor, Camryn referenced how she did
not think that the Jews in Germany were considered white in the same way that Aryan folx were
considered white. She noted the intricacies that existed during this time period with how people
were grouped together simply based on shared characteristics like speaking Yiddish. She also
made sure to indicate that there are plenty of Jews of Color that we forget to include in the race
conversation. The socio-political climate and societal influences determine the importance of
racial categories and meanings (Omi & Winant, 1994).
Camryn also described a particular incident when staff decided to host a dialogue about
white supremacy after the event in Charlottesville when neo-Nazis were marching. The
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facilitators also sent an email about “how students of color must be feeling” inviting individuals
to engage in this shared space. Camryn said that she reached out to the folx who sent the email,
I was like, “I agree, but you might have some Jewish faculty, students, staff and Jews of
color, who are afraid of Nazis and who have spent their whole life afraid of Nazis. So,
like, you might want to name anti-Semitism along with white supremacy. I got told,
“yeah, yeah, yeah… we'll submit your comments anonymously.” And I was like “it
doesn't need to be anonymous.” They were like,” well, it's best anonymous.” Nothing
happens about it and so I talk to the facilitator who I knew previous to working at the
institution. I was like, by the way, “You screwed up, and I need you to fix it.” And she
was very accountable to that. The facilitators opened with like, we screwed up. A student
who had previously had many antisemitic experiences on campus, came with me to that
and he was angry and stormed out.
Camryn shared that this was not the first, nor the last antisemitic experience to happen on
campus. Anti-Semitism continues to rise on college campuses and across the nation (ADL
Tracker, 2020; Lipstadt, 2019; Weisman, 2018). When the shooting in Pittsburgh happened, staff
once again tried to create a space for facilitated conversation. Camryn explained that she was not
planning to attend because
I've had enough antisemitic experiences with colleagues that I was like, “I don't need to
be emotionally vulnerable with y'all.” But multiple people who are not Jewish that day
came up to me and were like, “Are we going to see you? Are we going to see you later? I
was like, Okay, I'll show up…”
Upon arriving, Camryn explained there was no chance for conversation and that the facilitators
were handing out sticky notes to put up on a board. She recalled that none of her colleagues sat
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by her prompting her to leave, “I don't know how the rest of the agenda went because I was like
really so upset that I left.” Camryn said that the event was also “conflated and combined” with
another incident that happened that week where two black men were killed at a Kroger. She
indicated that she felt like the university was ignoring her experience as a Jew,
What I really wanted at that time was a place for me to say like, “I've experienced antiSemitism on this campus. I know our students have experienced anti-Semitism on this
campus, and this is how you can do better. I think that the sticky notes were a way to
control Jewish anger and purposely silence folks. I wanted to have a conversation about
how Jews might think… how white Jews might think the best response to this is
increased security, but that might make Jews of color feel uncomfortable. And that that's
not the right response, but it just wasn't an option and I don't think any Jews helped plan
that event.
She went on to share that there is no Hillel on campus and believed that this causes the Jewish
perspective in public forums to occur at two extremes. The representation that exists is a female
Rabbi that leans more progressive and the Chabad that has issues with a woman holding a high
position as clergy and leans toward conservative. Camryn further suspected that the university’s
lack of response was due to “internalized anti-Semitism” because the administration “did not
want to hear our rage” (Lipstadt, 2019; Weisman, 2018).
Personal Identities Impacting Professional Identity
Throughout the interview, we continued to discuss Camryn’s most salient identities -- her
Jewish identity and her queer identity and the intersection of the two:
In regard to Judaism and queerness I think so much of homophobia, not all, and
heterosexism is linked to Christianity. I've never felt like Judaism has been incoherent
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with me being queer, or vice versa. And actually, like, I think the fact that Jews who
convert be chosen family is very similar to queer families and relationships. Yeah, um, I
imagine that's not necessarily true for other denominations.
The intersection between her identities further provides Camryn the ability to understand the
differences between and among others (Crenshaw, 1991). She went on to explain she attended an
undergraduate campus that had various programming around queer identities and religion:
…probably half of the programming was like, “It's okay to be Christian and gay.
Christians don't tell queer folks that they're evil or don't try to save them.” I was like, that
in itself is important programming because I was on a very evangelical campus, but Jews
are very inconclusive about the existence of a Hell or afterlife so there might or might not
be a hell and that’s a very valid viewpoint in my religion. It’s always been interesting for
me, especially on college campuses, that queerness conversations around queerness are
often centered around Christianity, right?
The ability to engage in these conversations allowed Camryn to gain a better understanding of
self.
The interview occurred two weeks after George Floyd’s murder. Camryn explained she
believed this made her even more contemplative in her responses and how she believes she is
seen by others. Her role and positionality on campus provides Camryn the ability to “commit
my team to saying one of our strategic goals is that we engage in anti-racist pedagogy and
practices and lay out what that looks like.” While also recognizing her white appearance may not
be the “voice that should be amplified in that or maybe is even capable of leading that. And so,
I'm trying to grapple with that…”
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At the same time, Camryn revealed she has also been thinking a lot about how her
whiteness shows up in supervision, especially because everyone she supervises is a person of
color. She went on to share that she thinks a lot about how her whiteness has also allowed her to
be “out at work.” She appreciated that the life she has can be attributed to the sacrifices of
others’ like her grandfather’s survival from the Holocaust and that “The life I have, is, in large
part, because transwomen of color rioted.”
Strategies Used to Navigate Higher Education
As the interview progressed, we discussed if students and colleagues were aware of
Camryn’s identities. Camryn explained that ever since the shooting at Squirrel Hill in Pittsburgh,
I've just decided I'm going to be unapologetically Jewish whether that's “Jewish joy” or
“Jewish anger” at work. Mainly because of previous experiences of anti-Semitism and
exclusion on campus. So, I was like, well, everybody's going to know that I'm Jewish…
So, if they try to plan something without me again, it's going to be really evident. I mean,
everybody knew because they were like, very tokenizing trying to get me to attend this
event.
Camryn continued that she is very open with her students regarding her Jewish and queer
identities,
My students know I'm Jewish. I talk about Tikkun Olam (a Jewish concept that means
“repairing the world”). I talk about spirituality. I talk about where I draw my strength
from, where I find purpose… I don't know if it makes them uncomfortable. For many of
them, I'm sure that I'm the only Jewish person that they consciously know is Jewish.
Same thing with queerness, I've just made it a policy, I'm going to be out at work because
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they know queer people, they just don't always know they know them. And maybe they
like me. And maybe they don't.
Camryn’s own self-awareness and criticality of the university’s response to Jewish issues
sparked a change in the way that she decided to navigate the institution. She started wearing a
Star of David every day to work after the incident in Pittsburgh and wants others to see her as a
Jew,
…it's important for you to see me being Jewish. I started talking about Shabbat and
holidays and things I'm going to, like Torah study, which makes non-Jews usually very
uncomfortable, like lots of my colleagues won't engage with me in conversation about
my weekend plans if I mention those things… I think my colleagues just don't often want
to engage… Like maybe people have a perceived discomfort because they're so used to
people proselytizing, but I'm not proselytizing to you. I'm just telling you my weekend
plans and where I draw strength from.
Camryn reasoned she is candid with others about her beliefs and identities. She is aware of her
privileges and positionality. She is attentive to the antisemitic issues on campus and mindful
when others are feeling uncomfortable. Her connection to the Holocaust provides her a different
point of entry. She suggested that perhaps this link allows her to be more consciously aware
when individuals are engaging in “internalized anti-Semitism.”
Summary Tzelem of Esther
Esther is a single, 29-year old woman serving as a full-time Student Affairs professional
in the functional area of Fraternity and Sorority Life. She has worked at a four-year medium
sized public non-doctoral granting university for the last two years and has been in the profession
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for four years. Esther also described the institution as the “private of the public” universities in
the Northeast region.
Path into the Profession
Esther explained that she was a “super overinvolved student in college.” She was in club
sports teams, academic major-based organizations, and President of the Chabad student group.
She clarified that she was involved “in every aspect of student organizations you could think of
except Greek Life.” When she began working in New Student Orientation, she became exposed
to Greek life because it was a shared office. One of her colleagues kept saying, “I'm going to get
you before you graduate [to join a sorority].” Esther kept saying, “No, you're not,” but then a
year later when the university brought a new sorority to campus, she joined. Through working in
orientation and enrollment management, Esther had many people telling her that she could “do
this for a living.” These conversations helped her figure out that she wanted to pursue a career in
higher education. She decided to attend graduate school in the South as she wanted a “Southern
experience” and “something completely different.”
While obtaining her Master’s degree, Esther’s assistantship was in Fraternity and Sorority
Life. She went on to explain that she loves working with this student population because these
students tend to be involved in so many different things across the board, they kind of are
like the student that I was… I like that they tend to be the students that make some of the
biggest mistakes, but then I get to help them through those mistakes and kind of watch
them learn from it…
She shared that these “mistakes” turn into “missteps” and that being able to work with these
students is “the most rewarding” for her.
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Personal Racial Identification and Others’ Perceptions
Esther reflected on her childhood and the first time she realized she was “different.” She
grew up in an area where people identified as white with the distinction of Jewish or Catholic or
the community members identified as Asian. Esther described an experience in high school
where she was absent from school to observe the Jewish High Holiday of Yom Kippur. Upon
returning to school, her teacher gave her a quiz. The quiz was on a completely different chapter
than they were currently learning from. The class had been given a quiz the day of Yom Kippur
on what they were learning at the time, but when Esther returned from the holiday and went to
make up the quiz she had missed, it was on one of the last chapters of the textbook. Even though
she was granted explicit approval and told it would be “okay” not to be there. Esther reflected
that this was the first moment she felt like being Jewish could have “a downside” explaining “I
never felt like it was a bad thing or where I felt different, you don't approve of me because I'm
this, you have a right to treat me differently… but, not everybody finds that okay....” Even
though some consider Jews to be privileged in specific ways, these privileges have also been
used to marginalize and target Jews for discriminatory treatment (Reed, 1994).
While discussing what it means to be “white,” Esther said that she identifies as white,
especially because her Dad is Irish and a convert to Judaism. She further clarified that it really
depends on where a person is from and their Jewish ancestry either Ashkenazi or Sephardic.
Esther said that one of her friends is “…definitely not white. He is Middle Eastern. Like he looks
Israeli.” Therefore, she believes that it is hard to narrow down the identity as it depends on the
person. The Jewish identity is multidimensional; it is important to recognize the complex
diversity not only within groups, but also between individual Jews (Langman, 1995; Rubin,
2017). Esther also shared that “when it comes to being Jewish and being American, I'm a Jewish
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American, not an American Jew. I have put the Jewish emphasis there and that's my bigger
identity than the American.”
Personal Identities Impacting Professional Identity
Esther reflected that Student Affairs is a female dominated profession, so whenever
others’ ask about her most salient identity, her immediate thought is being Jewish, then her
gender, and then her race. She shared that during graduate school, she was the only Jewish
person in her Student Affairs Master’s program,
…there was quite a few of my classmates that I was the first Jewish person they ever met,
because they're from like middle of nowhere Virginia or somewhere… And I'm like,
okay, you have questions I'm happy to answer them… I promise you I'm not going to be
mad if you ask me something… I'm not going to take offense. So, I just voluntarily
stepped into that role very early on, of like, I don't mind being the ‘Token Jew’ because at
least you're getting the questions answered... let me teach you about it because you don't
know.
Scholars note that Jewish college students do not typically express their Jewishness when there is
a small proportion of Jews on campus, while Jewish academics do not believe their Jewish
identity is a salient characteristic to their identity or career (Freidenreich, 2007; Kadushin &
Tighe, 2008). Based on Esther’s lived experience, this is not accurate.
As a woman, Esther also explained that it is important to her to marry someone that is
Jewish. She described a conversation with someone, who is not Jewish, discussing if she would
ever marry a man that is not Jewish. Esther replied, “I don't even think I would date someone
that's not Jewish. That's just my preference. I also just really want the Jewish last name so that
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people finally know I'm Jewish.” As a multi-ethnic individual, identifying as both Jewish and
Irish, individuals have consistently questioned Esther’s Jewishness.
Esther also shared her values and what she enjoys about her functional area. As a
Fraternity and Sorority Life professional, service and philanthropy are fundamental. Esther
explained that while the profession preaches the importance of these ideals, it is actually part of
her personal principles as a Jew. She further attributed and connected these inherent beliefs to the
Jewish teachings of Tzedakah (charitable giving) and Tikkun Olam (repairing the world).
Strategies Used to Navigate Higher Education
As the interview progressed, we spoke about whether or not people are aware of Esther’s
Jewish identity. While applying to jobs, Esther said she is mindful of where, when, and who to
ask about “Jewish Life” realizing that being able to interact with other Jews in the city she lives
is important to her. She explained that “I think as I move, if I ever move on to like a new
institution, it's going to have to be where there is Jewish Life. I think as I've gotten older that's
become more important to me.” Esther does not ask potential colleagues about Jewish Life
during job interviews, rather she questions individuals in Human Resources “because that's
where you can ask that question.” When Esther travels for on-campus interviews, she also
explained that she wears a Judaica necklace on the airplane,
If I was flying there, I always wear a necklace whenever I'm traveling. I have it on
because I would like if something were ever to happen to me that they know my body
needs to be taken care of very quickly. I would literally take it off and put it in my bag
upon landing. I didn't see that as anything negative. It was just they can’t ask about it, so I
don’t want to make anyone uncomfortable.
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Since on-campus interviews typically start when the professional is picked up from the airport by
a university representative, taking off her necklace is an intentional and conscious decision.
Esther further clarified “it was a conscious effort, like, I'm not going to wear that there. It's a
forbidden thing that they can ask about, so [I was always taught] don't give them the chance…
they can't ask about it, so I don't want to make it uncomfortable.” For centuries, Jews have been
taught to assimilate and acculturate into society (Biale, 1998; Gaynor, 2011; Kushner, 2009;
Resnick, 1996).
Esther went on to explain that once hired, she is open about her Jewish identity. It usually
comes up within the first couple of interactions with new people as she wears Judaica necklaces,
either a chai (a Jewish symbol meaning “To Life”) or Star of David, every day. Additionally, she
marks the Jewish holidays on her office calendars. This past year, she even asked her supervisor
if she could install a mezuzah on her office door. A mezuzah is a symbol that hangs on the
doorpost of Jewish homes or doors to fulfill a mitzvah (Biblical commandment). She is just
waiting for approval.
As Esther spoke of her supervisors and professional experiences, she shared they were
understanding and aware of her Jewish identity, but when prompted about whether or not she felt
supported, she said “yes and no.” She explained that inevitably the conversation would come up
about the December holidays and who would be in the office until the day the school closed. In
her first role, Esther’s supervisor made the assumption that it would be her because it was not
“her holiday being celebrated.” Esther shared that this rubbed her the wrong way. Consequently,
in her current role, she decided to take initiative and told her supervisor, “It's not my holiday, I
am happy to be the one that's there until the last day because I don't have a family to go home to
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or prepare for the holidays.” She explained that she now volunteers but has also told her
superiors that “if at any point in time my feelings change, I'll let you know.”
Esther also rationalized she is not afraid to speak up when she notices Jews or other
underrepresented affinity groups being ignored on campus. For example, when the December
campus holiday party is only described as a “Christmas party” or upon arrival the colors to the
party are noticeably skewed towards Christmas she says something. Esther explained,
I usually get an eye roll and I'm like, “I'm not trying to be rude about it. I'm just letting
you know that I'm not the only person here that's Jewish, but other people aren't willing
to let you know that because they don't feel comfortable.” So, I've been that person [to
say something] because I really don't care.
As Esther justified, she has decided to “own being the ‘Token Jew’ on campus.” She shares with
others, teaches about Judaism, and helps people understand the culture. While, at the same time,
Esther is cautious not to bring attention to her Jewish identity during the hiring process. She is
openly Jewish once fully employed and a permanent staff member.
Summary Tzelem of Sue
Sue is a 51-year-old, married, mother of two serving as a full-time Student Affairs
professional in the functional area of Event Services. For the last three and a half years, she has
worked at a four-year public Research One institution in the West with the distinctions of
Minority Serving Institution, Hispanic Serving Institution, and Asian American and Native
American Pacific Islander-Serving Institution. Based on the needs of the functional area, Sue
explained that she has a Bachelor’s degree with multiple certifications. This is a noticeably
different qualification compared to the other interviewees who are all required to hold a Master’s
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degree in order to obtain a position in their chosen Student Affairs areas. In total, Sue has
worked in the field of Events, Marketing, and Public Relations for 28 years.
Path into the Profession
Sue reminisced about when she was a student in college recalling how much she enjoyed
being in a campus environment. She was an active member of the Student Events Board planning
Homecoming and working closely with the finance committee. Sue explained that during her
undergraduate years, she did not know if there was a degree in Student Affairs even though that
was her interest. Her passion was also in Public Relations and Marketing, so she pursued a career
in this area hoping to one day return to higher education.
She shared that all of a sudden, after many years working in the events industry, a
position at the university opened up,
I literally got phone calls from a few people that work there saying, “Sue, this has your
name written all over it. You've got to apply for it.” And my heart just went like into my
throat. When I saw what it was, I said, “Oh my gosh, and Okay, I didn't need a Master's,
which is really difficult to get in without one.” So, I applied and here we are today. You
know it has its ups and downs, but all in all, I really love working with the students.
In this way, Sue shared that she feels like she has gone “full circle” to where she wanted to be.
She also said that she hopes to end her career at some point in a similar role or maybe even at a
higher level in Student Affairs.
Personal Racial Identification and Others’ Perceptions
For context, our interview took place a week after the George Floyd murder when racial
tensions and protests across the country were on the rise. Sue was very reflective of her “white
appearance” and shared that she was scheduled to present to her team on the “History of Hate” in
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the next couple of days. She clarified that she picked the subject before anything had happened
and that some of her Black colleagues reached out saying, “Oh, this is so perfect. I can't wait to
talk about it.” Sue explained,
My purpose of doing this presentation and talking with my colleagues was to bring to the
forefront that there are a ton of marginalized communities. It's not just about the color of
your skin… And I know that just because I'm a white woman, it doesn't mean I don't feel
oppression, or I feel like there's a target on my back. The last few years, I did not put a
menorah in my window because we don't feel safe. I have to be police escorted into my
synagogue and have sniffer dogs there before I arrive. So, we feel this pain even though
we can cover it up. I have the privilege of covering my Jewish identity if I need to. I
understand others don't, but we still have to realize there's other communities… I think
it's important for everyone to be aware of it.
As an invisible minority, white passing Jews tend be classified as White and their history of
persecution overlooked by the general White American culture (Altman, Inman, Fine, Ritter, &
Howard, 2010; Biale, 1998; Glauz-Todrank, 2014; Greenberg 1998; Langman 1999).
Sue went on to share that a few months after the Pittsburgh Tree of Life shooting, she
was sitting in a diversity and inclusion training and started getting emotional. She said that
something just “hit her” and she “started getting very upset.” She expounded that one of her
Black colleagues said to her, “Well, you don't know what it's like.” At that moment, someone
else in the training said, “You have no idea the history of the Jews, do you? You think that her
people haven't been oppressed? That she doesn't have issues just because of the color of her
skin?” Sue said that she could not believe someone actually said that in a meeting but was very
appreciative. Sue also reasoned that she works in a very diverse department and “they are very
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open with one another” regarding their identities and privileges. Jews do not fit within the BlackWhite American racial binary causing cause people to think and reevaluate their preconceived
notions of race (Goldstein, 2006).
Personal Identities Impacting Professional Identity
Sue continued the interview explaining that her Jewish identity is innate to who she is as
a person and how she engages with the world,
To me, I think something that's different in the Jewish religion is that a lot of times the
stuff that we do in our everyday life, we don't realize is actually something that we've
learned from our Jewish background and the way we look at things and aspire to things,
we kind of look at it in that lens to an extent. In general, it's been an especially hard year
and even week, but in terms of like who I am. It is kind of an ebb and flow for me with
my Judaism. I find that when I was younger, I was very much involved with my Judaism,
and then I left for college, and I went to a fairly small university in East Texas where
there were like, three Jews on campus. There was no Hillel. There was no anything, but I
really held on to it deep whereas my sister went to the same school and she kind of lost a
lot of it. For me, it was so strong that I kept my Jewish beliefs even though I didn't have a
lot of that camaraderie in college. It's always been very important to me and everything I
do.
Sue is involved both on and off campus with the Jewish community serving on various
committees in her synagogue and the staff advisor for Mishelanu, a Pro-Israel leadership oncampus student group that is affiliated with the Israeli American Council. She has also been
getting more involved with the local Anti-Defamation League (ADL) serving as the liaison for
her office with the organization. Sue even serves as the chair of her department’s Social Action
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Committee organizing volunteer opportunities with various local organizations. For example,
every Spring the office volunteers for the ADL’s Walk Against Hate. Sue believes this has
helped the office and her colleagues “open up their eyes into seeing some of the plight of what
the Jewish people go through,” learning about anti-Semitism, and what exactly ADL does. She
explained, “ADL’s work is not just about anti-Semitism, it's about hate, bigotry, racism, sexism,
you name it.”
Sue said that she also pays close attention to what's happening on campus from a Jewish
standpoint and how the university administration reacts or does not react. She believes that her
university has reacted promptly when it has to do with anti-Semitism on campus, but the support
and understanding for Jewish students, staff, and faculty could be improved. Sue described a
recent occurrence when she reached out to an upper administrator, “something I have never done
before,” to share a webinar about Jewish students’ experiences on college campuses. She did not
think anyone was aware of the program and felt strongly that others should know because “this
was specifically geared towards what we do.” She explained that she wrote an email saying,
This is something I really think, with everything going on, that we still need to be very
much aware of anti-Semitism on campus. I think you and the campus as a whole has kind
of failed this community and the Jewish students, and I think whoever can participate in
this will be important for them to hear it from Jewish student leaders around the country
Sue said that the person was very receptive to the email and asked if they could forward the
event’s information to the rest of the division, which Sue thought was great. However, Sue was
disappointed by how the information was sent. The email was simply forwarded with no
explanation or encouragement by this member of the university leadership team. Sue’s university
signature was also at the bottom of the email revealing she forwarded the message. Sue said she
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was not upset about her information being left at the bottom, rather she was frustrated by the way
it was sent. I asked Sue if she would consider sharing an opportunity like this again. She replied,
I would think twice… Honestly, I feel like I get shut down, our community at the
university gets shoved under the rug sometimes… I have to double think like, “Is it worth
my time?” And it is always worth my time. I should always be pushing for it, but then it's
kind of like almost a pat on the head. They say, “I'll send it,” but it doesn’t mean that
much to them to even put a header like, “Hey, this is an important topic.”
Sue also shared that the Jewish community tends to be invisible to the Diversity, Equity, and
Inclusion offices on her campus. Reflecting on the history of higher education, Jews have
consistently been ostracized and excluded on college campuses (Kolko, 2003; Steinberg, 1977).
Sue explained that there is more of a focus on other marginalized communities, issues like
immigration and understanding Ramadan, an important Muslim holiday. However, during the
Jewish Awareness Month in May, Sue exclaimed, “Jews are ignored. All other identities are
acknowledged during their specific months, though.” She said that she notices that the Diversity
offices tend to leave it up to Chabad, Hillel, or the other Jewish student organizations to plan
events for the Jewish students. She continued to stress during the interview,
If you're doing a program for one group, you need to do it for all of the communities that
feel marginalized. You can't just pick out the ones you want because you're the person in
charge and also happen to be part of this specific identity group. If you're in social
justice, you can't just be doing it for yourself. You know, I'm an event planner, I do
events on campus, I do all kinds of events.
Sue also explained that she has had to grapple with what to do when an event comes across her
desk that goes against her belief systems,
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I do have to watch sometimes what people are doing because I've always had the
discussion of what happens if an event comes to me that I am really against? Like, how
do we deal with an event that is protesting Israel? When does it turn into anti-Semitism
versus anti-Israel? You know, I could be anti-Israel about a lot of things that Israel does. I
mean, there are a lot of things Israel does that I don’t agree with, just like there are things
the American government does I don't like. Does it mean I'm antisemitic? You know,
when does it turn? So, I've had discussions on what happens if there's an event that comes
in that I 100% cannot participate in. How do I handle that?
We discussed if she ever had to do an event that went against her values. Sue recalled that her
first big event at the institution was a two-day Pro-Life exhibit,
I respect people for what they want. They want Pro-Life that's fine. Just because I'm ProChoice doesn’t mean I am going to deny coordinating their event. They were very
respectful and very transparent on what they were doing. From a first amendment right,
yes, of course I worked the event. I'm not that religious or that extreme where I'm going
to be like, “I'm not going to do that.”
Sue said she continues to grapple with what it means to be a Jew on campus and an event planner
for the university having to determine when to speak out or stay silent.
Strategies Used to Navigate Higher Education
When I asked Sue directly if she navigates the university differently than her non-Jewish
counterparts, she explained that she had not thought too much about it. However, she does
notice that she really thinks before doing anything on campus related to Judaism,
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It’s me having to speak up when I feel like I have to come out and speak up. And then
it's me kind of thinking, “Hey, this is out here. I think it's important.” And then I kind of
like, take a step back, because I don't want to push too hard, you know.
Sue also clarified that she does not openly share her Jewish identity with her colleagues, rather
she said, “I try and get to know people first before I actually offer that. Plus, I think it's very
personal to me, especially in a job setting. It's not something I bring with me when I'm at the
office.”
Throughout the interview, Sue continued to reflect on the current events in the world and
how she does not know what it is like to be a Black woman, but she wants to hear from
colleagues and learn their stories, so she can better understand and learn. At the same time, Sue
pondered about being a Jewish woman,
I don't have to share. I also don't ever get asked to share, like, “Tell me about you.” I am
always the one that has to go and tell about my lens so that others get a better
understanding of where I come from, my people, my family.
In these instances, Sue has the ability to choose whether or not she wants to share her Jewish
identity with others. Modern Jews in the United States have the ability to “choose” when to
perform their Jewishness blurring the lens of when to present as a Jew or remain an insider
within society (Gans, 1979; Polgar, 2016). Compared to her female colleagues of color, Sue has
the privilege of deciding if, when, and how she wants to be a Jew.
Summary Tzelem of Ann
Ann is a 36-year-old, married, mother of one serving as a full-time Student Affairs
professional. She also began a doctoral program in 2020. She has worked at a four-year public
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Research One institution in the Midwest for the last 4 years and has been in the profession for 14
years.
Path into the Profession
Ann explained that she was always interested in Student Affairs and working in a college.
During her sophomore year, she was a Resident Advisor and people kept telling her, “You know,
you can do this as a career.” Ann was planning to be an English education major as she wanted
to pursue a career in Education but realized during undergrad, she was more passionate about
experiential learning than inside the classroom instruction. After she graduated, Ann worked for
a Jewish organization. She reflected that her experience was “…an interesting opportunity to
learn and grow and get my feet wet before going and seeking my master’s degree.”
After working for this Jewish organization, Ann attended graduate school, and then
worked in the Mountain West in Student Affairs. While in the Mountain West, she met her
husband. She and her husband moved to the Midwest after her husband received a job offer
there. Ann now serves in a mid-level professional role.
Personal Racial Identification and Others’ Perceptions
During the interview, Ann was reflective of her own hidden identities and how she is
perceived by others. Ann explained that her experience at her current institution is the first time
she has worked with people “who have a different upbringing than me all together, especially
when it comes to religion and faith.” In particular, when she first started, she worked with
women who were very open about their Christian beliefs and upbringing, who refer to Jesus and
scripture, and “wore t-shirts that had scripture on them to work” As she reflected on her current
experience, Ann recognized this as something that she “clearly needs to process a little more” to
understand her own privileges and social identities. As Becker (2016) discovered, identity and
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privilege can be experienced differently depending on context and social constructions on the
college campus.
Ann also shared that her mom is half Mexican and “with my identity, I am like halfsies
on a lot of things. So, I've always just been like, I don't really have a space for this identity…”
Ann went on to explain, “I'm always cautious about the spaces and the roles in the space I fill up
in terms of where there is conversations around those topic areas or representation where I want
to not tokenize others and be an ally, but not be like a ‘savior ally’.” Ann further clarified that
she does not want to be the “white savior girl coming to the rescue,” as others may perceive her.
The internal struggle whether or not to identify with whiteness continues to plague white passing
Jews (Goldstein, 2006).
Personal Identities Impacting Professional Identity
We continued the interview discussing how Ann saw herself Jewishly. She explained that
she is “always self-conscious” about her Judaism because “technically, some would say, I am not
Jewish; my mom is not Jewish formally. She never converted. We grew up reform and more
patrilineally Jewish because my dad is Jewish…” Ann went on to further share that working for a
Jewish organization was “interesting” as she perceived some prejudice towards her Jewishness.
Ann explained that with other Jews, she does not bring up her patrilineal tie to Judaism; it is
dependent on the space and type of relationships. With non-Jews, it never comes up because she
is generally one of the few Jews in the room and does not feel like it “matters that much to
explain how she expresses her identity.” Ann did say excitedly that her experience working for a
Jewish organization inspired her own research during her master’s and now doctoral program
“wanting to study Jews, whatever that ends up being.” Ann is one of two interviewees that has
publications focused on the very limited research on Jewish identity in higher education. I asked
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whether colleagues have ever questioned her, to which Ann replied she has never experienced
any issues. Ann did begin to ponder if and how her online professional presence influences the
ways others see her.
As we discussed Ann’s other identities in the professional setting, she brought up that her
institution has
…no formally recognized Jewish life. There's no Hillel or Chabad or chaplain. I think
when it comes to celebrating holidays and trying to be Jewish, it’s hard for our students
and for staff/faculty, as there are not many on-campus resources. You need to go into the
community to find resources, and that can be really hard when you are already busy
trying to figure out school or your job or your family life.
Strategies Used to Navigate Higher Education
Ann believes there is “saliency in when and how” she chooses to be Jewish. She
remembered reading a study that discussed how Jews “pass as white” on college campuses,
especially if they are not super involved in Hillel or Chabad, which she was not during her
undergraduate years. She believed there was not a large need to talk about being Jewish nor did it
come up in spaces unless there was a holiday or an excuse to see family.
Consequently, Ann did share an example of how she facilitated a conversation on
religion, spirituality, and faith for the professional staff at her institution. She emphasized that
she is interested in looking at religion and spirituality and helping others understand these topics,
so she happily volunteered. Ann explained that during the presentation she shared about her own
identity and what inspired her to discuss these specific issues. After the presentation, the office
who hosted the conversation reached out asking her to write an article as a follow up. Ann said,
she did, but,
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I remember being really nervous to write it because it's one thing to say in a presentation
maybe something that's a little off the cuff about Christian privilege. But then if you write
it and it's there for everybody to see, it's kind of like, “Oh, my name is attached to that. I
hope I don't piss somebody off because it's such a sensitive topic.”
Ann went on to share that as a Jewish professional having worked in a variety of regions, she has
become more aware of the geographic differences and the identities of her colleagues,
I think I work in a space now where there's a bit more of a conservative angle than maybe
in the West. Also, Christianity is everywhere, which was new to me. Like some folks had
crosses and scripture in their office spaces. And that was something that was really a little
bit new and interesting.
Based on this experience, I questioned if Ann ever placed anything in her office to reflect her
Jewish identity. She explained, “I put up some stuff from when I worked for the Jewish
organization, but there's not anything that's super symbolic of Judaism. I just never felt like that
was an identity piece that made sense in an office space for me.”
Ann also reminisced about a time a student emailed her asking for help in planning a
program on multi-religious dialogue. Ann laughed as she said the student inquired, “Can you
help me find a Jew?” to which she replied, “Yeah.” Ann clarified,
I'm happy to be an advocate and to be a voice. I'm not sure who that voice would be if I
didn't share those pieces of myself or ask those questions that ended up just being about
inclusivity for any religion, as opposed to just Judaism.
Throughout the interview, Ann continued to process and reflect on how she has navigated her
identities, even explaining our interview as a “counseling session” as she was still processing and
reflecting on many of the questions I asked. She also grappled with the fact that she shares her
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Jewish identity when it is “comfortable” and wonders how she could be a “better ally” to those
that do not have the privileged identities of “white, Christian, male, heterosexual.”
Summary Tzelem of Renee
Renee is a single, 36-year-old woman serving as a full-time Student Affairs professional
in the functional area of Student Conduct and is a second-year doctoral student. She has worked
at a four-year public, large comprehensive Research Two institution in the Southeast region for
the last 3 and a half years and has been in the profession for 13 years. Renee explained that she
considers herself a “mid-level manager” and that she has held positions “in increments”
transitioning to a new position “every three years.”
Path into the Profession
Renee began her involvement in higher education during college. She attended a small
private Lutheran-based school and was “one of those students that was just involved in
everything” as a Resident Advisor, affiliated with Greek Life, worked with the Diversity
Council, and started a Jewish Culture Club. She had some mentors say to her, “Hey, this is a
profession,” so Renee decided to attend graduate school. Upon graduation, she worked in a few
different states in Residence Life, and then at her last institution transitioned into a Housing
Conduct position. Renee worked in this role for about three years, but there was some pushback
in growing the position to meet her professional needs. Renee noticed a similar role at a nearby
institution, so she applied and that is where she currently serves as an Assistant Director of
Student Conduct. She explained that this position is in a major metropolitan city, she has friends
in the area, and it just seemed like a better stepping-stone for her future goals in the profession.
Renee also clarified that she identifies herself as a “Student Conduct Educator” because she
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believes she is “not just managing, holding the student accountable for violating a policy. I am an
educator at the core.” She wants to help students learn and grow.
Personal Racial Identification and Others’ Perceptions
As the interview progressed, Renee reflected on her interactions with others based on her
“white appearance” in the Southeast. She acknowledged,
I absolutely can pass [for white], especially if I don't bring it up or if they don't see my
star [of David]. I mean, I live in the Southeast. There's the automatic assumption if you're
white, you are some Christian religion, or what I like to call ‘Christian adjacent,’
meaning, you may not be religious now, you may be atheist, but you were raised in some
form of Christianity.
Renee further explained that,
My whiteness is what other people see before being a Jewish woman. I have to
acknowledge that because I can pass, I walk in this world of white privilege and I have to
be cognizant of that. And just because I may have faced oppression due to being a Jew, it
doesn't erase that I still have this white privilege.
Within academia, one’s Jewish identity is typically invisible to the general public. Unless the
person discloses their identity to the organization, they will “pass as white” (Beck, 1988;
Horsburgh, 1993; Greenebaum, 1999; Krieger, 2000; Levine-Rasky, 2008; Zinn & Dill, 1996).
Renee also gave a specific example of how her whiteness influences others’ perceptions
of her. She shared that in one of her doctoral classes, they learned that a local university during
the construction of a new building found the bodies of what is believed to have been enslaved
Black people. Renee explained that the class discussion revolved around how the situation was
not handled well. During the class discussion Renee did not speak regarding her feelings of how
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seeing or hearing about bodies in a pit that may represent her identities can be hurtful. During
our conversation, Renee reflected that she felt like she could not bring up her feelings in that
moment as,
I didn't want to get into the Oppression Olympics and again, I recognize I am white.
That's what people see of me, even though that's not my dominant identity. To people
who live in hatred, Jews aren't really white. We're like eggshell or off white. They don't
consider us white, we’re tainted, if you will. So, for people who don't recognize that or
people who don't see it, they just see me as white.
Renee and her professor also discussed that other people can have a parallel experience like Jews
that “pass for white” due to their ancestors’ experiences during the Holocaust, albeit, it may be
an experience from another country.
Renee also shared in a variety of ways that she has noticed regionally that the racial
disparity and systemic issues of institutionalized racism is alive and well. She reflected that in
the last five years, white women have been told “to speak up in a certain way because if we
don't, we're not supporting our black and brown sisters.” However, Renee addressed the fact that
she also has oppressed identities, but when she brings it up, she is told by others that she is using
her “white privilege” and has “white fragility.” Although, she explained that when,
somebody finds out I'm a Jew, especially a white person, that relationship does shift
because I get the “Ohhh,” [of recognition] because I don't fit into their mentality of what
a white person is anymore. I don't have the same white person experiences of going to
church on Sundays, especially Southern white people experiences… It blows their damn
mind because all of a sudden, I'm not the right kind of white.
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She compared this experience to how a black or brown person may or may not see her, because
what they see is her white privilege, not her Jewish identity. Additionally, they may be unaware
of the oppression that Jews have faced as they may only see her white skin,
So, it's this weird conglomeration. If I'm speaking up in a way because I feel like I can
sympathize with the oppression. I know I cannot empathize because it's a very different
oppression, but I can sympathize. Yet, I don't feel like other people see it or other people
acknowledge that Jews in America are oppressed because there have been so many
prominent Jews.
Due to the large representation of legendary Jews, society tends to perceive this population as
part of the dominant majority and to be privileged (Glauz-Todrank, 2014; Levine- Rasky, 2008;
Maizels, 2011). During our discussion, Renee also acknowledged that Jews with white skin may
face a similar experience when interacting with Jews of color. Ignoring differences within
identities can cause tension among and between other identities (Crenshaw, 1991).
Personal Identities Impacting Professional Identity
Throughout the interview, Renee reflected on her most salient characteristics and felt that
her “strongest identities” were being a cisgender woman and a Jew. However, she was conflicted
stating that she “didn’t know what order those words should be in” when describing herself. She
also recognized that Student Conduct is a male dominated field and that the upper level positions
are “still not only male, but white male dominated.”
Renee explained that her “white” appearance has an influence in her interactions with
students and that there is a “barrier” between them due to the color of their skin,
With my Black and Brown students and my students of color, I acknowledge that barrier.
Especially if they've had any interaction with the police, I acknowledge to them that I
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don't know what their experience is. I can sympathize, but I can't empathize. I'll never
have that as a white woman. Religion doesn't come up then, but it's because visually I am
white.
Although, Renee did feel the need to acknowledge that if “placed in a line up,” her facial features
would be considered stereotypically Eastern European Jewish, “I have the slopped nose and I've
really thick dark curly hair.”
Additionally, being at a public institution, the separation of church and state became a
prominent theme throughout the interview. Renee shared many times that she did not think that
religion belonged in the workplace explaining, “…I take the separation of church and state very
seriously. There's really no need for it. Like in meetings I don't bring up religion unless a student
brings up religion.” Renee also shared that when the institution went through a visual rebranding
there was “political uproar” from some staff. People were distressed because with the change
they were no longer allowed to add religious proverbs or a quote about Jesus in their email
signatures.
Strategies Used to Navigate Higher Education
Renee shared that over the last ten years, she has become more open about calling people
out when they assume she is Christian or “Christian adjacent.” For example, her colleagues will
use the phrase, “You know, when you're at church, nobody wants to sit in the first three rows….”
To which she said she replies deadpan, “No, I'm Jewish, not everyone goes to church.” She
believes it is important to bring this awareness to conversations, to speak up, and to question
others. She continued, “I ask those questions of, “What are we missing?” because I'm usually the
person that's missing.” Within academia, Jews are in a unique position as they can use their
visual ambiguity to help other minorities thrive in professional environments (Horsburgh, 1993).
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On the other hand, Renee explained that she consciously thinks about how she is
representing Jews. Previously, she lived in a rural area in the Southeast where people told her
they “have never interacted with Jews or never met one before... When it comes to students, I've
been told more than once that I'm the first Jewish person they've ever met.” She said, “Being that
person, knowing what that means, I tell others, “I am not the best Jew. Take what I'm about to
say with a grain of salt and then go online and do some research.” When she chooses to wear a
Star of David or her Jewish related tattoos are exposed, others know her identity. With this
visibility, she always considers the questions, “What does that mean? What does that look like?
Who and how am I representing Jews?”
Renee went on to share that she does not typically bring up religion in conversation with
students, because she has worked at public institutions. However, regionally, religion is often
brought up by the students. Renee gave examples that during her conduct meetings, many times
the students will say, “I’m a good Christian.” She will pursue how the student feels about their
behavior if it is not congruent with their religious upbringing and beliefs, if they want to, and
will support them in their journeys, but she will not address her own personal belief systems into
the conversation.
Renee also reflected that when Jewish students or Jewish affiliated organizations are held
accountable for their actions and cannot “get away with things in the same way if their violation
was heard by a non-Jewish hearing officer, because I know things.” Renee said that during a
specific conduct case where multiple Jewish individuals were involved, she debated whether or
not to take off her star or ensure her tattoos were covered. She decided that if she was going to be
her authentic self at work, it was important to show who she was and that her identity had no
effect on her decision-making skills or ability to perform her job duties appropriately.
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We also discussed the hiring process and if Renee shares her Jewish identity during
interviews. She explained that the topic does not necessarily come up, but sometimes during the
“quote unquote diversity question,” Renee would reference her identity saying, “I would couch it
as a religious minority, but I don't say what religious minority I am. I just leave it at that. And I
either wear a shirt where I don't have my star necklace showing, or I wear something else [a
different necklace].” Renee explained that she does not remember ever being penalized for her
Jewish identity, but the cautiousness about disclosing her identity exists because
…that kind of got ingrained in me from the older generation where my parents, my great
aunt and uncle, very much had the mentality that maybe they missed out on certain jobs
because of their religion… Working in higher ed, I don't think it ever would have been
held against me, but it has been so ingrained in me that I am consciously making those
decisions.
Renee’s familial influences have further influenced the way she responds to others both in the
workplace and personally, which is why she is cautious depending on the environment. She also
consistently discussed how her white privilege influences the ways she walks in the world and
her interactions with others.
Summary Tzelem of Maxie
Maxie is a single, 26-year-old woman serving as both an adjunct professor and full-time
Student Affairs professional in the functional area of Student Conduct, which on her campus
“combines with citizenship programming, so that includes doing social justice programs,
volunteer stuff, Fraternity and Sorority Life, but primarily 50% of our work is Student Conduct.”
She has worked at a four-year private small liberal arts institution in the Southeast for the last
three years and started there “straight out of graduate school.”
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Path into the Profession
Maxie explained that she is a first-generation college student originally from the
Northeast. She decided to move to the Southeast for her undergraduate education because she
wanted to pursue a career working the the deaf and hard of hearing. Within her first year, she
realized that while she loved American Sign Language and deaf culture, being around children in
a K-12 setting was not a good fit. Maxie said she went to her mentor, who was the Dean of
Students, asking what she should do. Upon asking Maxie what she looked forward to and what
she liked doing all things relating to the college experience like being an orientation leader,
attending hall meetings, and working on campus), he pointed out that a career in Higher
Education might be something to think about. She shared that at the time, she did not realize it
was a possible career. Once she learned more, Maxie decided to pursue a career in the field
enrolling in a graduate program in Student Affairs that had a focus in social justice issues.
During her graduate program, Maxie attended events at Hillel will fellow members of her cohort.
She even became a “pseudo-advisor” to the Jewish fraternity helping with cultural programming
because their advisor was not Jewish. She shared one thing on her “college wish list that didn't
work out… was there was no Hillel on campus” reflecting that she was the only Jewish student
at the time, so it was nice having a Jewish community during graduate school.
Maxie continued to explain that, at first, she thought her functional area would be Student
Activities having both her assistantship and first position in this area. In her first professional
role, she was involved in almost every aspect of campus life but feeling exhausted.
Simultaneously, the university was creating a new Student Conduct position. She was already
volunteering to do conduct as her colleague was leaving, so when this new role opened, she
applied. Maxie realized that she loved this area: having one on one conversations with students
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about their behavior and their impact on others and making policy understandable was a strong
skill set. She explained that this area just “came naturally and it was really fulfilling.” She was
having meaningful conversations with students and “not completely drained at the end of the
day, every day.”
Personal Racial Identification and Others’ Perceptions
Maxie shared that she thinks about her whiteness a lot, especially as a Student Conduct
professional. Her campus has a small number of “non-white students” and she has noticed that
Students of Color are disproportionality coming through the Student Conduct process making her
even more aware of her whiteness.
Maxie also shared that she is involved in a local organization called “SURJ” or “Showing
Up for Racial Justice.” This organization was partly founded by Jewish individuals and “loosely
partners” with the local NAACP chapter. She explained that in this space, “White people can do
the work and say dumb stuff around one another and learn, so that when we show up to support
black folks, we’ve already said the dumb stuff.” Upon reflecting on her whiteness and
Jewishness, Maxie gave out a deep sigh reflecting on how she grew up in a progressive
synagogue with a female rabbi. She also believed that much of her passion for social justice
stems from her Jewish upbringing in that “sense of culture and community and being part of
something historic.”
For further context, Maxie’s interview took place a few weeks after George Floyd’s
murder and she has been involved in educating others both on and off campus in humanizing the
Black Lives Matter movement. Maxie explained that when discussing the movement with other
Jewish individuals, she asks them to reflect on their own oppressed identities, “If we understand
what Jewish oppression looks like and want to fight back against anti-Semitism, this is just the
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parallel version, right? So, if we want people to show up in our fight, we need to show up in
there’s.”
Moreover, Maxie recalled that during graduate school, there was about a week while
learning about all different identities that she considered,
Jews aren't totally white but then I pass as white in the world, I get all of the privileges
that come with whiteness… I think it was coming from a place of we're focusing so much
on identity, and like how much we need to pay attention to people of underrepresented
identities that there was like this sense of wanting to be part of that.
She went on to compare the two different regions she has lived. She felt that in the Northeast
where there is a larger Jewish population, she was treated differently than where she currently
lives in the Southeast where “everyone sees me as white, treats me as white. I’m white.”
Personal Identities Impacting Professional Identity
Reflecting on her personal identities in the workplace, Maxie explained that she is “super
aware” of her whiteness and being a queer woman. Maxie also believes that for some students,
her queer identity is a bit “jarring” because she does not fall into a certain category of being
super feminine or Butch. She further said, “I think that it is hard for our students because a lot of
queer folks on our campus kind of fall on one end of gender expression or another, but my
expression is unexpected.” As the only queer staff member, Maxie explained that this identity is
more salient for her when she is around other staff members than her Jewish identity. She
recognized that if there were more Jewish students on campus, perhaps her Jewishness would
come up more. The smaller the proportion of Jews on campus, the harder individuals find it to
be Jewish (Kadushin & Tighe, 2008).
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When discussing her Jewish identity on campus, Maxie explained that two of the eight
professional staff members identify as Jewish within the Division of Student Affairs. She shared
that sometimes they even go to synagogue together and that having another Jewish colleague in
such a small school, nevertheless an area of the country where many Jews do not live, is “pretty
neat.” Maxie also clarified that prior to the COVID-19 pandemic, her Jewish identity was not as
salient. However, once home on lockdown, she began zooming into services and began to feel
connected again. Maxie revealed that during her first year, she was the only Jewish staff member
on campus, so having a fellow Jew is “validating” and “comforting.” She gave the example that
during the high holidays when she is fasting and observing, she feels like she has “someone to
back me up.” At the same time, she recognized that they experience a “bit of tokenizing because
it's like they're THE Jewish staff members on campus. So, anytime anybody has any religious
difference, like we’re consulted.” Faculty and other staff have even reached out to her regarding
other minority religions, when in reality “they could just google their question.”
Strategies Used to Navigate Higher Education
We then discussed whether or not Maxie uses any strategies to navigate the workplace.
She explained that having a Jewish sounding last name, curly hair, and other facial
characteristics that “scream Jewish,” she thought people would just know she was Jewish.
However, it took a little while for people to notice and “it was not something I was quiet about in
any way.” She shared that “strangely enough, I was the first Jewish person some folks ever
met… I've never experienced any sort of like pushback or hatred, but a lot of “you are this
strange other thing, and I have so many questions for you.” Maxie also explained that she will
jokingly say things about “horns coming out of my head,” but there is such a “low knowledge
base,” the people do not even recognize the “weird misconceptions” about Jews. This perception
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has become a widespread Jewish stereotype. It was due to a misinterpretation of the Hebrew
Bible causing individuals to believe Jews had devilish horns as a result of “the Latin misrendering of the verb “sent forth beams” (karan) in Exodus 34:35 as “grew horns.” A horn is
a keren.” (Yarden, n.d.).
Additionally, Maxie reiterated that having a Jewish coworker is “so much more impactful
because there's just another person who gets it. Who can shoulder that burden with you.” She
reflected that during her on-campus interview, this same colleague came up to her to ask if she
was Jewish. Maxie said that she “just knew this person was also Jewish because people here just
don't know enough to know that a last name might even be a cue.” Additionally, she believes that
when she uses Yiddish terms to explain something, she “outs” herself to others because more
often than not, she has to explain the word and the origin.
Maxie also mentioned that she recently attended a Black Lives Matter rally. Living in the
“Bible belt,” she has learned that these events typically open and close with a prayer; it “doesn't
even cross someone's mind that folks might not be Christian.” She explained that during these
moments she just thinks, “Stand still. Don't draw attention. Let people have their moment. Make
awkward contact with the other people who aren't praying and just hope it doesn't take a long
time.” In this way, Maxie said she believes it is more important to refocus attention on the
populations that need the support than her own comfort.
Moreover, Maxie was taught that in order to not “get bullied for being Jewish,” she
should inform. She explained that, “Where I grew up, the idea was, you should educate people
about you so that they will be nice to you. So that they will understand you and it's always this
emphasis on education.” Throughout the interview, Maxie explained that she does not hide her
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Jewish identity. Rather, she chooses to teach others and focus on raising the voices and stories of
other underrepresented identities through her privileges and positionality.
Summary Tzelem of Aviva
Aviva is a 41-year-old, married, mother of one serving as a full-time Student Affairs
professional in the functional area of Student Conduct and is a doctoral student. For the last 13
years, she has worked at a four-year large private Research One university in the Southeast
region. She has been in the profession for 17 years and is transitioning out of her current campus
position to a new part-time role to focus more attention on her doctorate.
Path into the Profession
Aviva explained that her path towards Student Affairs began like many other
professionals- during college. She reminisced that in high school she was directed towards a
career in Journalism. As she was exploring colleges and universities, her number one choice was
a university with a top Journalism program. She was accepted to this university and her family
was excited because the university also had a large Jewish population. However, they could not
afford the institution and she did not receive a scholarship. Aviva shared that she did receive a
significant scholarship to another institution in the Northeast that was heavily Jewish, so she
decided to attend there. Although, there was no Journalism major or minor, just a certificate.
During college, she was involved in Orientation, Student Life, and was a Resident Advisor.
Aviva realized that she really enjoyed this work and applied to graduate programs. She applied to
a variety of universities, but three of her mentors went to the same institution to pursue their
master’s degree, so it became the top of her list. This university also gave Aviva the “best deal”
financially helping her make the decision to attend.
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Aviva explained that for the “first time in my life I was in a religious minority” at this
institution. She shared it was “very cognitively dissonant for me” and spent a lot of time going
to Hillel. She had attended undergrad with one of the Hillel staff members, so it was also “a big
piece of comfort for me [being involved with Hillel].” As she approached her last year of
graduate school and began job searching, one of her mentors suggested she work for Hillel. It
was the “best of both worlds” as it has the “religious life piece and the Student Life piece.”
Aviva worked for Hillel for four years at two different campuses. Her last campus was in the
current state she lives now, which is how she landed in the Southeast. She became a statewide
recruiter helping to build Jewish life on the smaller campuses across the state. Aviva quickly
realized that if she wanted to move up within this organization, she would have to be in
Development, which is not something she was interested in doing. Aviva decided to remain in
the state but apply for a university Student Conduct position. She was hired for this role and
within five years promoted. Aviva explained she was transitioning out of her current job but has
worked in the same functional area on the same campus for the last 14 years.
Personal Racial Identification and Others’ Perceptions
For context, our interview took place on Juneteenth, a day to commemorate the ending of
slavery in the United States. Aviva shared that during the week of Juneteenth, the President of
the university asked the staff to use the time for reflection. The President also requested staff
cancel any unnecessary meetings. She went on to share that her supervisor, a Black woman,
emailed requesting their weekly check-in meeting time to change. Upon meeting, Aviva said,
“Happy Juneteenth!” to which her supervisor replied, “Thank you. I am really exhausted.” With
that reply, Aviva asked, “Can you tell me more about that? I want to understand.” Aviva said
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they continued to discuss, and began to reflect on her own past experiences with her supervisor
saying,
…the way that you just shared that is the way that I felt when I had to explain Judaism
and Jewish customs to our former boss, who was like very Southern, very ‘bless your
heart,’ a little naive kind of way. And I said, “It was really tiring when I talked to him
after that. And he always sought to understand, but he was also a little trifling or a little
condescending.” So, I told her, I said, “I have been quiet because I don't want to step in
this place” and she understood.
I questioned why Aviva felt the need to be “quiet” and respond in silence to the issues
surrounding the Black community. She explained, “I think it's rooted in whiteness and just
knowing that I'm not really good with words. I don't want to create more harm. Because I mean
well, I just don't always say it very well.”
Aviva also shared that there was a time in graduate school and working with Hillel that
she questioned her whiteness thinking,
I’m not white, I’m Eastern European, I'm Ashkenazic. I don't know how to check these
forms. And I'm like wake up! You’re white. You pass as white. You are white. You have
white privilege. You have white female privilege. You don’t fit any of the other boxes
unless it's like, “What is your race or ethnicity going deep into genetics?” In this world
today, I feel White because I'm definitely not anything else.
The Black-White binary that exists in America further places Jews in an “in-between” contested
racial category that is not defined by skin pigmentation, but rather power, privilege, and
positionality (Leffler, 2018; Omi & Winant, 1994).
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Aviva continued to explain that a few years ago the healthcare system in her city went
digital asking a variety of questions. One that stood out to her was, “What is your religion?” and
then asked, “Are you Sephardic or Ashkenazi?” She explained that the acknowledgment of her
Jewish background and the biological component that exists made her feel seen and that maybe
there was a difference in her identity compared to other White individuals. The biological
variants in Jews has further helped construct racial typologies related to Jewishness (Corwin
Berman, 2009).
At the same time, Aviva discussed the fact that because of the color of her skin, she does
not get pulled over by the police. Her son is not seen as a threat. She does not have to worry
about him the same way that Black and Brown mothers worry about their children. She wrestled
with the idea, “You don't know I’m Jewish as much as I can clearly see that you are not white.
The privilege of being white and the hiddenness of being Jewish is a very interesting
phenomenon.” Jews have the ability to walk in between two worlds and hide their differences
(Singer, 2008). She continued to ponder her silence during the Black Lives Matter movement
voicing she was uncertain how to show her support. She explained, “I don't know how to express
accurately how I empathize and sympathize with Black people because it's not quite the same
experience. It's not about what I look like to you.” As noted by the Racial Formation Theory, the
connections between racial signification and social structures are continuous and fundamental,
variable and conflictual. Individuals become inherently assigned to racial groups, even if this
reality is rejected by some social groups (Omi & Winant, 1994).
Personal Identities Impacting Professional Identity
As the interview progressed, we discussed Aviva’s most salient identities. She recalled
that during graduate school, she was one of few Jewish students in the Higher Education
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program. She explained that she became very close with the other two Jewish women and they
are some of her “very closest friends today.” The women bonded over being involved in a Jewish
youth organization, United Synagogue Youth (USY), in high school discovering that they had
many mutual friends. Aviva believed that “the three of us became very close because of the
otherness of being Jewish” in the program, the university, and the city. Aviva described that
seeing a church on every corner and realizing Christian hegemony was the norm in this city,
made her feel like a “fish out of water.” Aviva went on to reflect further on this experience,
I had always centered my experience as being the right one because it was the only one
for so long. Like it's an unusual experience for an American person to grow up that way.
Having been immersed in all these Jewish bubbles and then your bubble is burst. I did not
allow myself to really see the beauty in the diversity of it all and I think that enhanced my
feeling of foreignness in this space.
Aviva also shared that she believes part of the reason she drifted towards Hillel as her first job
after graduate school was due to this feeling of “dissonance.” As a Hillel professional, she did
not have to explain herself or her Jewish background returning back to her comfort zone and
“Jewish bubble.”
Moreover, Aviva described that she is more aware of her different identities due to her
current campus’ culture. She explained watching the institution move from an “old white boys
club to a more diverse administration of women and people of color has been very interesting.”
She also said that she identifies as a “larger person” and the university is a “fit place that values
appearance… They have been talking for years about the culture of effortless perfection and
work hard play hard.” She clarified that she has always seen herself as “a little bit different” and
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“not the normal size” and that it is curious to have these experiences as a professional not a
student.
Strategies Used to Navigate Higher Education
Aviva explained that she is actively part-time job searching. She shared that one position
she applied for, she googled the folx in the office and noticed that one of the members is deeply
rooted in ministering and that church is a big part of this individual’s identity. She reflected that
if someone googled her, they would find she has experiences in a variety of organizations,
including Jewish ones. At the same time, she revealed that she does not wear Jewish jewelry. She
does not “outwardly identify” as Jewish. If someone asks her a question or needs more
clarification about a specific practice or something on her resume, “I'm happy to explain, but I
tried to make it [my resume] as secular as possible so that people understand what I'm doing
through whatever lens they're coming from.” Aviva does have an article that she wrote about the
“Jewish experience in higher education,” but it was published using her maiden name; people
would not immediately attribute her as the author of this publication. We also discussed whether
she thinks it is important to include Hillel on her resume and/or share the experience during job
interviews. Aviva explained that it was a “progressive” role: she was a Director, she supervised
people. She believes she has to include it, “my Judaism is a part of me and that's a part of my
experience. It's given me applicable skills that I want people to know that I have.”
Additionally, Aviva clarified that she does not hide her Judaism and that sometimes it can
be helpful. She explained that two years ago she had a student who was accused of academic
dishonesty, but the incident happened on Rosh Hashanah when the student was observing the
holiday and in synagogue. Aviva suggested that she “outed” herself to the student during this
meeting saying, “I understand what you were doing, like, I get that.” She remembered that the
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next day was the Tree of Life synagogue shooting in Pittsburgh and that weekend she emailed
the student, “I want you to know that I'm thinking of you.” Aviva said that even though she had
just given the student a warning for cheating, it was important that the student knew she had
someone on campus that related and could support her. She also shared that the previous Vice
President of Student Affairs identified as Jewish and was a child of Holocaust survivors. She
remembered that he did not shy away from his Jewish identity, but also identified religiously as
Agnostic. He would attend and support the University Hillel events, but as more an ally. Aviva
restated again at this moment that she does not hide her Jewishness, but also feels like she
attends events to prove her allyship to the Jewish students. Her involvement in her synagogue
fulfills her personal connection for a Jewish community, she does not need to feel connected to
the institution.
Summary Tzelem of Michelle
Michelle is a 39-year-old, married, mother of two serving as a full-time Student Affairs
professional in the functional area of Career Services and adjunct professor. She has worked in
the Student Affairs profession for the last 15 years and at her current institution, a four-year large
public Research 1 university in the Midwest region for the last four years professionally. She
also received her undergraduate and graduate degrees from this same university.
Path into the Profession
Michelle began by sharing she is originally from the Chicago suburbs and moved to her
current state in the Midwest for undergrad. She decided to stay at the same institution to pursue
her Master’s degree in Higher Education and Student Affairs. She worked 7 years professionally
in Residential Life: three years entry-level in New York and then four years mid-level in the
Chicago suburbs. At the end of the four years, her husband was receiving his Master’s degree to
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work as a University Librarian, so they decided to relocate to Texas for him to pursue his career.
She explained, “We started to do job searches for his career instead of job searches for my
career. I just moved down there without a job and was hoping to stay in student affairs in some
way.”
Michelle shared that the way she stayed in the field was by helping to open the Career
Center at the local community college through a grant from the Bill and Melinda Gates
Foundation. She worked for about four years at this institution and then they started to plan for
her husband's next step. She explained that she did the entry level to mid-level job search, so
now it was his turn to do the entry level to mid-level shift. He found a position at their current
institution. Michelle said they were not job searching to come back to their alma mater, but
thrilled that it worked out that way. As a couple they wanted to also move to a place where they
could live long-term and raise their children. The intention was to stay at the same place in the
same city. Michelle shared that she obtained her current role the “same way” she got the job in
Texas. She began searching and interviewing for any position in Student Affairs and found this
position at the Career Center. Within this role, she provides career preparation and leadership
development, while also creating curriculum and supervising 8-10 instructors a semester. In
essence, she described her role as a “curriculum developer and program manager.”
Personal Racial Identification and Others’ Perceptions
The discussion of racial identity came up very sporadically throughout the interview in
relation to Michelle’s awareness when interacting with others and engaging in diversity
conversations. We discussed how she carries herself in various spaces and she explained,
I think I carry my white privilege with me. I work in an office that's very heavily white,
and that's something that we are aware of. I also work at a predominantly white
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institution. So, I think that's something that I try to be very aware of, in terms of like, as
we are facilitating classroom activities and developing policies. I take a step back in
considering my privilege.
Later in the interview, Michelle mentioned that she intentionally attends sessions on diversity on
and off campus to learn more about others. I asked if she felt a certain kinship to other
underrepresented identities. She re-counted during her younger years and in graduate school
thinking, “I understand your experience.” However, she said,
I wouldn't say that now. I am aware that it's my job to listen. I have the benefit, even
though you know, Jewish people historically have not always been considered white, I
am white passing and I carry white privilege. So, my experience is very different. So, I
feel a responsibility. I think that the fact that there is an aspect of my identity, that in
which I don't carry privilege, I think it has been helpful in the work that I do and in my
development in other areas.
Ashkenazi Jewish women are often lumped into the category of “White women” in society due
to their privilege of passing (Brodkin, 1998; Frankenberg, 1993; Freidenreich, 2007; Goldstein,
2006; Glauz-Todrank, 2014; Kaye/Kantrowitz, 2010; Maizels, 2011; Singer, 2008; Schraub,
2019). Michelle went on to state that she did not have a personal anecdote or experience to share
related to race in the workplace. She did assert that she has an inherent interest in learning more,
jumps on opportunities to engage with others in diversity conversations, and wants to contribute
to progress.
Personal Identities Impacting Professional Identity
Michelle and I discussed how, and if, her personal identities influence her roles on
campus. She said when introducing herself, she makes sure to identify her female pronouns,
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“She, Her, Hers” as the university has been focused on being very trans-supportive. I then asked
about her Jewishness, “I don't think, it has not been, a dominant theme professionally, but it's
something that I carry with me personally. And so, it's something that has been relevant in
different ways at each institution.” She also clarified that unless it comes up based on the
context, “I would say when I walk into a room, I don't feel like I'm carrying my Jewishness with
me.” The ways in which Jews present themselves and their experiences vary based on context
(Greenberg, 1998).
Michelle went on to further describe the differences in her institutional experiences. She
explained that the New York institution had a large Jewish student population. There was a
kosher kitchen in the residence halls, every Shabbat the campus held Reform, Conservative and
Orthodox services, and there was a very active Chabad. She mentioned that an interesting
observation during her time working in New York was the students, if they identified as Jewish,
had grown up in a Jewish community and then they moved to a school that also had a large
Jewish community. She shared this was a “culture shift” for her coming from the Midwest. The
university had an active Hillel that she was involved in because that was the extent of Jewish
engagement available on the campus. Michelle reminisced, “if we knew that someone on campus
was Jewish, we were so excited. We tried to get them to come to Shabbat and it was a really big
deal [on the Midwest campus]. Whereas, at the New York campus, nobody cared that I was
Jewish.” Michelle also said she has not found a great desire or need from her current students
“for advising or for anything like that. So, I just try to make sure that people know I'm around if
they need me, but I'm not directly involved with our Jewish student population.”
Michelle also reflected that the time of year we are having this conversation and due to
the COVID-19 pandemic, she has not been in an office environment for quite some time:
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Now it's late May and also, I've been at home a lot. I don't know if my answers are
influenced by the time of year. I think if we were having this conversation in November, I
might feel a little bit more sensitive to those differences between like the larger culture
and my own practice, and I feel like every year I try to find an emotional balance of
where I fit and how I feel about Christmas culture. Every year I'm continuing to develop
and to process that, but I haven't found a good landing place on that yet. So, I feel a little
bit more tension in those months.
She also shared that as a mother, her response is different because she is always thinking about
her kids and the messaging they receive from the larger American, Christian majority, culture. At
this moment, Michelle shared a story about her son asking about Santa. She recalled the many
thoughts rushing through her mind during this moment worrying about the other children in his
preschool class and not wanting to ruin Santa for them. She said that her awareness of Christian
privilege prior to having kids and now has been greatly heightened, “Before I had kids, I think it
annoyed me. But I don't think that I struggled to find my place in it in the same way that I am
now as a parent.” It is important to note that many times the conversation veered towards
focusing on her responsibility and place as a mother. This role takes precedence and it is a top
priority for Michelle. Additionally, her colleagues also have young children, so conversations
around their kids are often discussed.
When I prompted Michelle directly for any work examples related to her Jewish identity,
she was reminded of an “awkward conversation” when she was meeting with the Regional
Supervisor of the Alumni Chapter for the sorority she advises. They were discussing the
upcoming holiday party and wanting to do a type of activity when an ornament exchange came
up. Michelle explained,
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The person who suggested that was like, “Well, you know, I think it's fine, unless, like
we know of someone who doesn't celebrate Christmas.” So, she wasn't being offensive.
You know, it just she didn't, have a mindset for proactively creating inclusive spaces. She
was thinking more like reactively making adjustments to accommodate someone, rather
than creating a space that they will feel welcome, you know, universally. And so, I was
like, “Well, I'm Jewish.” There was moment of, “Oh, okay, okay, no, no problem.” So
like, it's probably that level of awkward…
As she reflected on this experience, she tried to remember any others, but felt like when these
conversations occur, she just moves on rather than dwelling on them. Michelle also stated that
she has a “high tolerance for microaggressions” relating this to her upbringing in the Chicago
suburbs with a large Jewish population and the awareness of Jewish culture by the community.
She processed, “I think that I just grew up in the comfort and confidence of not feeling like a
minority. So even when I transitioned into smaller communities, where I clearly was the
minority, I don't know if it impacted me as much it probably should.”
Strategies Used to Navigate Higher Education
As a married couple working in higher education, Michelle surmised that her experiences
may look different than other Jewish women professionals in the field. She said that within the
first year of working anywhere she drops “gentle hints” or when prompted just saying “You
know, I'm Jewish.” Michelle expounded that before moving to the South people told her that in
order for people to get to know her, they would ask what church she goes to. She said she never
had this experience during her time living in Texas. She wondered if it was because “my
husband and I both work in higher ed. And so sometimes our bubble is different than the larger
community. I try to be you know, upfront, so that I don't find myself in really awkward
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moments.” Michelle also clarified, “I probably disclose it [my Jewish identity] at some point, but
then, you know, I also use some Yiddish just naturally in my language. And so, it shows up in
that way.”
Michelle shared a few more examples including cooking traditional Jewish foods for
potlucks and if colleagues ask about her weekend and it happened to be a Jewish holiday, she
will mention it. She also believes that she works in an inclusive office and the overall field of
Student Affairs has a greater awareness. She processed, “We have a fair amount of diversity in
our office. So, I think it's not just for my benefit, I think it's also the values of the people who
work in the field that they try to make things more inclusive.” Michelle also mentioned in the
past her offices would try to have symbolic representation of all holidays celebrated during the
winter months. She thought about it for a moment and realized, “I don't know if my office now
does that. But I don't think that that's a significant to me. I don't know if I care about that as
much as I did maybe, like 15 years ago. So I don't notice, I think, as much.”
A few times Michelle explained that she is very open about her Jewish identity with
colleagues whether it be through social media posts or casual conversations in the office. She
went on to further clarify that individuals know she is Jewish because,
I would say probably it's because I volunteer information, knowing that I'm trying to ease
my way into a conversation or to minimize the potential awkwardness of a future
conversation, or they are aware of it from social media.
Moreover, Michelle noted she has worked in this current position and been associated with this
university longer than anywhere else, “I am at the peak of my comfort level working in this
office.” She wondered if she would answer the questions differently if she was in Year One of
another job and still navigating the office culture and developing relationships.
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Themes
For this study, themes were determined based on the one-on-one interviews, my
reflective journals, and document analysis. By thoroughly examining the data and utilizing
Racial Formation Theory and intersectional analysis, I was able to identify the keywords,
common phrases, and similar experiences. Table 5 is organized by the participant’s name and
their responses based on the research questions. The themes that will be further discussed in
Chapter 5 are also listed. As a reminder, the key aspects of the research questions are abbreviated
below:
1. Self-identify racially and perception of others.
2. Personal identities impacting professional identity.
3. Strategies used to navigate higher education.
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TABLE 5: KEYWORDS AND PHRASES FROM INTERVIEWS.
Participants Research Q1
Ann
Walks in the world as
“white passing;” HalfMexican
Aviva
Questioned whiteness
throughout career;
“white female privilege”
Camryn
Believes she is
“conditionally white”
Elizabeth

Esther

Maxie

Michelle

Research Q2
Jewish identity is salient;
experiences inspired her
own research
Most salient identities:
Jewish woman and size

Openly shares identity as
a Queer Jewish woman;
whiteness shows up in
supervision
“Blends in so well” with Told by Human Resources
dominant White culture to lean on intersectional
identities; speaks up for
other minority identities;
feels polarized
Identifies as white based “Token Jew;” Jewish
on personal ancestry
values relevant in
functional area
Once questioned Jews
as not white; everyone
now treats her as white,
so she is white
White passing; white
privilege

Rachel

White privilege – hide
being Jewish

Renee

Recognition of white
privilege; Jews have to
be the “right kind of
white”

Sue

Recognition of “white
appearance”

Research Q3
Shares identity when
“comfortable”
Does not “outwardly
identify” as Jewish; does
not “hide” Judaism either
“Unapologetically
Jewish” after issues at
work
Shifts based on
experiences and
comfortability in the
workplace

Conscious who she asks
about Jewish life and
outward appearance
during interviews
Aware of whiteness, queer “Shoulders the burden”
and Jewish identities
with other Jews; inform
rather than get bullied
Recognition of Christian
hegemony; Speaks up
when feels identity
unrecognized
Based on power dynamics
and regional contexts,
decided not to share
Jewish identity; leans on
whiteness
“Strongest identities”
Cisgender woman and
Jew; works in maledominated field; “white”
appearance impacts
student interactions
Jewish identity is innate;
grapples with speaking up
or staying silent
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Drops “gentle hints” to
colleagues
Careful not to bring
attention to identity; Uses
implicit messaging
Cognizant how she
represents Jews; does not
bring up religion in the
workplace
Depending on context
decides if, when, and
how to present as Jewish

The emergent themes from the study included:
•

Outsider Within

•

Self-Censorship

•

Sense of Community

•

Tokenism

These concepts were apparent in all participant summaries. Since no current literature exists on
Ashkenazi Jewish women Student Affairs professionals in higher education, this study addresses
the gap.
Chapter Summary
Chapter 4 illustrated the findings from the one-on-one interviews in sections entitled
“Summary Tzelem of [Participant Name].” Each participant had varied personal histories and
different journeys into the profession. They also shared similar and varied experiences as Jews,
as women, and as Jewish women professionals. The themes that emerged were noted in Table 2
and will be further discussed in the next chapter, Chapter 5. Additionally, Chapter 5 will discuss
the findings, implications, limitations, and recommendations for future research.
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CHAPTER 5: DISCUSSION
Introduction
Chapter 1 introduced the study focusing on the lived experiences of Ashkenazi Jewish
women professionals in higher education and provided a brief overview of the grounding
frameworks. Chapter 2 examined the literature connected to the study focusing on Jewish
identity, the racialization of Jews as “white,” and the role of Jews and Jewish women in higher
education. Chapter 3 described the study’s intrinsic case study design, research methods, and
participant selection. Chapter 4 presented the discoveries from the ten one-on-one interviews
with the Ashkenazi Jewish women professionals using a specific Jewish storytelling technique
similar to the commentators of the Talmud (Jewish Rabbinic text including laws and beliefs).
This chapter, Chapter 5, discusses the major findings of this research study related to the
literature and considers the study’s limitations, recommendations, future research, and
conclusions.
The research questions that guided this study were:
1. How do Ashkenazi Jewish women professionals in higher education self-identify racially
and how do they think others perceive them?
2. Do personal identities (i.e. gender, race, Jewishness, age, socio-economic class, sexual
orientation, education) impact an Ashkenazi Jewish women’s professional identity in
higher education?
3. What strategies do Ashkenazi Jewish women professionals use to navigate through the
world of higher education and academia?
The study found that Ashkenazi Jewish women higher education professionals (a) identify as
racially “white” or “conditionally white” based on the current socio-political landscape; (b) the
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participant’s intersectional identities impact their professional identity; (c) four strategies were
identified by the professionals to navigate academia.
Content Analysis
Upon reviewing the data, themes and key concepts were developed through one-on-one
interviews, document analysis (i.e. public social media accounts, institutional websites, resumes,
curriculum vitas, etc.), and member checks. Triangulation occurred through reflective journaling,
transcript reviews, member checks, and document review. The goal of the analysis was to
identify the common notions and better understand the participants’ experiences based on the
data presented.
The Findings Within and Across the Cases
This study found that the lived experiences of Rachel, Elizabeth, Camryn, Esther, Sue,
Ann, Renee, Maxie, Aviva, and Michelle had varied paths to the profession, observance of
Judaism, positionality in the workplace, and regional experiences. At the same time, the women
had shared belief systems based on their Jewish upbringing, ability to “pass as white,” and
recognized the importance of their identities in the way they navigate the university.
Prior to the study, I thought that the strategies utilized by the women would be “outsiderwithin,” “coming out,” “self-censorship,” and “code-switching.” However, upon further review
during the transcription process and examination of the overall data, I realized that although the
notions of “coming out” and “code-switching” were mentioned by some participants, not all ten
of them used these strategies. During coding, “coming out” was only mentioned explicitly by
three participants. I defined this idea as the women feeling comfortable disclosing their Jewish
identity to others, celebrating their differences, rather than hiding them (Griffin, 1992; Grov,
Bimbi, Nanín, & Parsons, 2006; Kahn, 1991). “Code switching” was only mentioned by two
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women meaning they adjust their behaviors and interactions based on the environment and
expected norms (Molinsky, 2007; 2013). Therefore, this next section will discuss the similarities
and differences based on the four themes identified by all ten participants: (a) Outsider Within,
(b) Self-Censorship, (c) Sense of Community, and (d) Tokenism.
Outsider-Within
When the notion of “outsider-within” is applied to Ashkenazi Jewish women
professionals, the ideology is dependent on context and how they are being defined based on the
standards of comparison in American society. As noted by Collins (1986), “outsider-within
identities are situational identities that are attached to specific histories of social injustice- they
are not a decontextualized identity category divorced from historical social inequalities that can
be assumed by anyone at will” (p. 86). The ways that Jewish women contextualize the
hierarchical and power dynamics in the workplace have great influence on their individual
experiences.
The term “outsider-within” was first coined by scholar Patricia Hill Collins within the
field of Black Feminist Thought. This ideology has provided “a special standpoint on self,
family, and society for Afro-American women” providing “distinctive analysis of race, class, and
gender” and has allowed some identities to “benefit from this status” (Collins, 1986, p. S14-S15).
Over time, the definition of the term has changed based on scholars use and the applicability of
the term in their work. In Collins (1986) initial article about “outsider-within,” she brings up
assumptions that exist about Black women that could easily be applied to Jewish women. The
commonalities found among Black and Jewish women may be expressed differently based on
class, region, age, and sexual orientation. Women with intersectional identities undergo similar
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hardships and issues (Collins, 1986). Many times, they must define themselves as one identity or
another.
Using this lens, each of the ten participants provided an “outsider-within” experience
and/or perspective. Rachel explained that she often finds similarities in her own story when her
Black colleagues share their experiences thinking, “Oh, I do that. I'm not going to say that here,
but that's what it's called.” Rachel recognizes she has the privilege of hiding her Jewish identity
grappling with what it means to be a minority depending on her role and positionality. Relatedly,
Elizabeth uses her ability to “pass as a white woman” to speak up during meetings for those that
do not feel comfortable. She even questions her own reasons, wondering if she cares so much
about race issues because she is Jewish-- knowing what it is like to experience discrimination
and oppression. Camryn shared a similar perspective recognizing her “white” appearance is not
the voice that needs to be amplified on her campus, even though she finds commonalities with
other minority groups.
On the other hand, Renee addressed the fact that when she brings up her own oppressed
identities, she is told by others that she is using her “white privilege” and has “white fragility.”
She further explained that when people realize she is Jewish, she is not the “right kind of white”
anymore. In this way, Renee has decided to not engage in an “Oppression Olympics” with other
underrepresented identities remaining an “outsider within.” Maxie shared a parallel experience
explaining that she has never felt pushback or hatred towards her Jewish identity, rather she
encounters people asking her many questions and wondering about this “strange other thing” that
exists.
Esther, Sue, Ann, Aviva, and Michelle each described an experience based on the power
dynamics in their office. Esther and Michelle both explained that they usually feel supported on
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campus as Jewish women. Nevertheless, when the winter holidays roll around, they become
sensitive to Christian majority culture becoming all too aware of their differences. Sue shared
that minority identities tend to be acknowledged on campus through programming and
recognition, even the upper administration proclaiming that “all identities are important.”
However, the Jewish students, staff, and faculty often feel invisible and ignored. Consequently,
Ann and Aviva explained that they are very aware and thoughtful about when to share their
Jewish identities and when to remain silent.
The ways in which society identifies women can be very different than how someone
self-identifies. In either case, the world has placed Jewish women in a box based on perceived
characteristics rather than asking her directly how she identifies. Due to identity politics, the
reality of experience varies. If a Jewish woman wishes to “succeed” in her profession, she may
need to suppress her Jewish identity and lean on the ability to “pass.”
Self-Censorship
When the notion of “self-censorship” is applied to Ashkenazi Jewish women, they may
decide to censor specific aspects of themselves, especially their Jewish identity, in order to
prevent harassment or discrimination. Self-censorship is defined as “intentionally and voluntarily
withholding information from others in absence of formal obstacles” (Sharvit, Bar-Tal, Hameiri,
Zafran, Shahar, & Raviv, 2018, p. 331). The individual prevents others access to information by
controlling the amount provided to society about their identity.
Using Bar-Tal’s (2017) conceptual framework of self-censorship in a socio-political
realm, this study utilizes the notion that the population being studied conceals their true and
authentic selves, especially in the current political climate. Bar-Tal (2017) identifies five
motivations for censoring oneself including, “motivation to protect the ingroup, personal
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motivation to avoid external negative sanctions and gain positive rewards, motivation to protect
self- image, motivation to protect a belief, and motivation to protect a third party” (p. 46). In
essence, these women believe that by disconnecting from aspects of their true selves (their
Jewish identity), they can avoid any prejudice or discrimination and by extension also protect
themselves from any possible maltreatment. Ashkenazi Jewish women allow their privilege of
appearing as a White individual to take precedence because of concern that there is risk and cost
of exposure.
Rachel and Renee both explained that they were taught from an early age to be careful
sharing their Jewish identity, even sharing that some family members believed they lost job
opportunities due to being Jewish. Before sharing with anyone, both participants said they wait
and see how people will react. Camryn reflected that the generational trauma from her
grandfather being a Holocaust survivor makes her even more sensitive to anti-Semitism.
However, rather than concealing her identity she has chosen to be “unapologetically Jewish.”
Maxie, Esther, and Michelle are also very open about their Jewish identities answering questions
from the students, faculty, and staff. Michelle and Maxie also frequently use Yiddish phrases and
words in the workplace, Michelle even brings in traditional Jewish foods to potlucks. It is
important to note that while attending a Black Lives Matter rally, Maxie explained she was
conscious to not bring attention to herself when the attendees bent their heads in prayer. There is
a time and place when deciding to disclose.
Elizabeth is cautious when sharing her Jewish identity as she has had problematic
experiences when speaking up. Yet, she also makes sure to wear a Jewish necklace during the
job search process to ensure the organization is aware of her Jewish identity. In this way, if
someone is biased towards Jews, she will know based on their reaction (if there is one) to her
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jewelry. Esther and Renee, on the other hand, do not share their Jewish upbringing during the
hiring process. Both of them are conscious to not wear anything that would associate them to the
culture, even covering up tattoos and removing Jewish jewelry before the interview. Esther did
note that once hired, she is very open about her identity, even asking her supervisor to attach a
mezuzah on her office door. Sue and Ann shared that neither of them displays anything in their
offices. They said they do not want to bring attention to themselves, preferring to share their
Jewish identity in their own time and based on their personal comfortability. Aviva also does not
wear Jewish jewelry or “outwardly identify” as Jewish. She is conscious to not bring attention to
herself while at same time she does not hide her Jewishness during the hiring process. She even
lists directly related experiences in the Jewish realm on her resume.
As mentioned, some learned from their parents and/or grandparents that in order to
survive in the world, it is better to conceal their true Jewish identity. For others, they share their
identities when they know there is no known threat and/or when it is comfortable. To socially
and/or politically silence is a conscious choice; exposure could pose a threat to an individual’s
moral image or positive social identity (Savenije & Goldberg, 2019). In the case of Ashkenazi
Jewish women, they self-censor due to uncertainty and fear of what could happen if people learn
about their Jewishness; they are not ashamed of the identity. Moreover, the innate anxiety of
another Holocaust happening is something that lives within Jews on a daily basis.
Sense of Community
Sense of Community (SOC) assumes when we belong in a community, we have a
stronger feeling of connection. The theorists identified four elements: membership, influence,
reinforcement, and shared emotional connection (McMillan & Chavis, 1986). The first,
membership, means “the feeling of belonging or of sharing a sense of personal relatedness” (p.
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9). The second, influence, is “making a difference to a group and of the group mattering to its
members.” The next is “reinforcement,” which means the members’ needs are met through the
resources received as a member of the group. Fourth and finally, a shared emotional connection,
is “the commitment and belief that members have shared and will share history, common places,
time together, and similar experiences” (p. 9). SOC is one of the most widely used constructs in
community psychology and has been linked to positive mental health outcomes, citizen
participation, and community connectedness (Townley, Kloos, Green, & Franco, 2010).
For Ashkenazi Jewish women administrators in higher education, their Sense of
Community is created by finding connections with other Jews at the university level both during
their undergraduate and graduate years and as professionals. Eight of the ten participants
(Rachel, Elizabeth, Esther, Ann, Renee, Maxie, Aviva, and Michelle) were involved in a Jewish
organization during their undergrad and graduate years either in leadership roles or founding
members. Three of them (Rachel, Ann, and Aviva) worked for Jewish organizations either in
undergrad or as full-time professionals. Two of the women (Camryn and Sue) wanted to be
involved in an organization during their undergraduate years, but their universities did not offer
this opportunity as the Jewish population was too small.
Each of the ten women described the desire to find a Jewish community whether it was
on campus serving as the advisor of a Jewish organization, finding Jewish life in their city, or
serving in a leadership role with their local synagogue. Moreover, when the participants found
fellow Jews on campus, it was as if they were “building a bridge with another person” as Rachel
described. Maxie also reflected having a fellow Jewish colleague allowed them to “shoulder that
[sic] burden” together. Rachel, Renee, Sue, Ann, and Aviva each shared that upon Jewish
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students realizing their Jewish kinship, they were able to help the students navigate the university
system better realizing they were not alone.
Accordingly, Sense of Community is a feeling that members have of belonging and
mattering to a group (McMillan, 1996). When an individual feels like they belong, they also
bond with those that believe, want, and welcome them. SOC does not require the use of physical
boundaries to define a community, instead, SOC focuses on spiritual connections or a spark of
friendship (McMillan, 1996).
Tokenism
Tokenism is defined as “the practice of making only a perfunctory or symbolic effort to
do a particular thing” (Snell, 2017, para. 2). It is a prevalent issue in American culture that
appears to be an inclusive practice, especially in the workplace, when in fact minoritized groups
feel marginalized and/or stereotyped (Riccucci, 2013; Thompson, 2014). This ideology was first
discussed in Kanter’s 1977 book, Men and Women of the Corporation, focusing on gender
imbalance in the workplace (Thompson, 2014). The ideas were revisited by the author ten years
later to acknowledge its continued significance. Kanter (1987) explains that the specifics may
change, but the conclusions remain the same, “Productivity, motivation, and career success, I
then proposed, were determinants largely by organizational structures and the nature of the social
circumstances by which people found themselves” (p. 14). Hence, an individual’s limited
involvement in an organization due to their social category (i.e. gender, ethnicity) provides them
some acceptance in their workplace becoming a “token” (Kanter, 1977; Kurt Yilmaz & Sürgevil
Dalkiliç, 2019). In a study by Kurt Yilmaz, & Sürgevil Dalkiliç (2019) using Kanter’s (1977)
theory as a foundation, they evaluated certain aspects of tokenism including performance
pressure (performance seems to be standardized, but in reality is amplified for the tokens),
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boundary heightening (the differences between the dominant group and the token are
intensified), status levelling (the preservation of stereotypes by the dominant group), and status
differences (hierarchical structure remains intact in terms of power and social relations). Each of
these concepts were found to be relevant in this study.
Each of the ten participants described feeling tokenized in the workplace, while Rachel
said, “I don’t think you can tokenize an identity that’s not on display.” Esther shared that she
voluntarily stepped into the role of “Token Jew” as she was the only Jewish identifying
individual in graduate school and her classmates had many unanswered questions regarding the
identity. Aviva was also one of few Jewish students in graduate school, even writing a
publication on the “Jewish experience in higher education” to shed light on the identity.
Similarly, Ann felt it was her duty to help students understand the Jewish experience, even
connecting non-Jewish students with Jewish students for programming and focusing her research
on the Jewish identity.
Renee reflected that she consistently asks her colleagues, “What are we missing?”
because she is usually the person that is missing. While at the same time, she explained she is
cautious in how she represents Jews because sometimes she is many times the only Jew a person
will ever meet. Sue shared that she will often offer her lens as a Jewish woman because
colleagues do not directly ask about her perspective, “I am always the one that has to go and tell
about my lens so that others get a better understanding of where I come from, my people, my
family.” Michelle also recognized that she is one of the only Jews at her university feeling that it
is important to “get ahead of awkward conversations.” She also believes that over the years she
has built a “high tolerance for microaggressions” failing to always notice them. Each of these
examples illustrate the ideas of status levelling (the perpetuation of stereotypes by the dominant
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group) and status differences (hierarchical structure of power and social relations) in the
workplace (Kurt Yilmaz & Sürgevil Dalkiliç, 2019).
Elizabeth, Camryn, and Maxie each shared an experience on campus where they felt
tokenized based on their interactions with others. Elizabeth explained she often feels a “sense of
polarization” from the dominant groups on campus. She reflected that she works at a religiously
affiliated institution and on her first day the upper administration knocked on her door (and all of
the other Jewish faculty) to welcome her. However, she explained that rather than feeling
accepted, she felt marginalized. Camryn said that her campus often has conversations after
nationwide incidences. After the shooting in Pittsburgh that killed 11 Jews, the university
decided to have a conversation. Her colleagues kept asking her if she was going and she said that
it felt “very tokenizing trying to get me to attend this event.” Maxie shared that as one of two
Jews on campus, she is asked by faculty about religious issues, even if it is not her religion.
Each of the women described a feeling or experience of tokenization in the workplace.
Some embraced the affiliation describing themselves as the “Token Jew” wanting to educate and
help others understand the Jewish experience, while others felt marginalized as one of few Jews
on campus. The “Token” role has high visibility; the divergence between self-image and the
prescribed social identity by the dominant majority further impacts the psychology of a Token
(Laws, 1975). Although progress has been made, the notion of tokenism continues to persist
today plaguing American society and underrepresented populations (Riccucci, 2013).
Interpretation of the Findings
To understand the lived experiences of Ashkenazi Jewish women professionals, this
study used racial formation theory and intersectional analysis. This section discusses each
research question with a brief overview of the theoretical frameworks below.
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Racial Formation Theory
Race is an ideology that is ever evolving and transformed by the influence of the sociopolitical climate. Omi and Winant (1994) recognized race as a social construct; it is based on
more than simply skin color. Racialization is considered to be an ideological process constructed
through historical implications and emerges from a struggle of opposing political projects based
on structure and culture.
Intersectional Analysis
Intersectional analysis provided a lens to understand how issues are experienced,
identified, and grasped through the experiences of the participants. How an individual decides to
represent their Jewish identity can be multifaceted. It can also be dependent on education,
positionality, gender, age, socio-economic class, and sexual orientation (Crenshaw, 1991).
Each of these theories, separate and combined, provided a basis of knowledge to examine
the issues at hand and understand the study’s findings at each stage of analysis.
Research Question 1
How do Ashkenazi Jewish women professionals in higher education self-identify racially and
how do they think others perceive them?
Throughout history, Jews, specifically of Ashkenazi descent, have encountered repeat
struggles in defining themselves as a minority in American society due to the ability to pass as
racially White and assimilate into economic and academic success (Kushner, 2009). Each of the
participants mentioned in some way that they have the ability to “pass as white” and
acknowledged their white privilege. Consequently, the professionals’ ability to function as white
causes them to define their own racial identity as white; others also perceive them this way.
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Rachel and Elizabeth both shared that they benefit from white privilege and are able to
“hide being Jewish” because they appear as white women. Esther and Michelle said they
acknowledge their white privilege and seek opportunities to learn more about this benefit. Sue
and Renee each explained that they are considered white women to others, but their white
privilege does not negate the oppression they face as Jews. Sue reflected, “Just because I'm a
white woman, it doesn't mean I don't feel oppression, or I feel like there's a target on my back.”
Similarly, Renee acknowledged that her whiteness is the first thing that others see about her, “I
walk in this world of white privilege and I have to be cognizant of that. And just because I may
have faced oppression due to being a Jew, it doesn't erase that I still have this white privilege.”
From an intersectional lens, the Ashkenazi women’s white-functioning appearance and their
Jewish identities cause an internal struggle. They must define themselves as one identity or
another (Collins, 1986).
Utilizing racial formation theory, it was apparent that the socio-political climate impacted
the way the participants perceive their racial identity. Rachel, Camryn, Renee, Maxie, and Aviva
each shared that at different points in their lives, they have assessed (or reassessed) their racial
identity. Rachel reflected that she has evaluated her whiteness even more due to the current
political and racial unrest. Camryn described her status as “conditionally white” depending on
the current political climate. Renee acknowledged that “Jews have to be the “right kind of
white,” sometimes they may even be considered “eggshell or off white.” Maxie and Aviva both
shared that during identity development conversations in graduate school they considered that
Jews were not white. However, today, everyone treats them as white and due to their privilege of
“white passing,” they consider themselves white as well. Aviva even reflected that due to the
color of her and her son’s skin, she does not worry about him in the same way that Black and
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Brown mothers fear for their children. She acknowledged that people cannot “see her
Jewishness,” but she can clearly see when someone is “not white.” As discussed, the concept of
race is complicated, “although there is a fixedness to the notion of these categories [of
“conceptual whiteness” and “conceptual blackness”], the ways in which they actually operate are
fluid and shifting” (Ladson- Billings, 1998, p. 9). In the workplace compared to their non-white
passing counterparts, Ashkenazi Jewish women professionals are categorized as “white” based
on context.
Research Question 2
Do personal identities (i.e. gender, race, Jewishness, age, socio-economic class, sexual
orientation, education) impact an Ashkenazi Jewish women’s professional identity in higher
education?
Based on the findings, participants in the study believed their personal identities impacted
their professional identity, to an extent. When I asked them to identify their most salient
identities, each woman listed their Jewish identity as one of the top three ways they would
describe themselves. Other identities were mentioned like gender, sexual orientation, and
perceived race, but overwhelmingly each woman reflected on their Jewishness. The multifaceted
nature of Judaism provides individuals with the ability to define the identity for themselves
whether it is as a religion, culture, ethnicity, race, or a combination. For many, our interviews
were also the first time they had the opportunity to consider their Jewish identity in relation to
their profession. Within academia, one’s Jewish identity is typically invisible and overlooked by
society (Horsburgh, 1993; Levine-Rasky, 2008).
Rachel and Elizabeth explained that they do not share their Jewish identity in the
workplace anymore due to problematic experiences. They seek other opportunities outside of the
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office that allow them to be their true authentic selves. In the workplace, the women leaned on
their perceived whiteness to advocate for their colleagues and students of color. Similarly,
Camryn, Renee, and Maxie described they are “super aware” of their whiteness and how this
shows up in their supervision and student interactions. Camryn and Maxie also both identify as
members of the LGBTQ+ population explaining they feel it is important to openly share with
students their Queerness and Jewishness. Camryn and Maxie explained that sometimes they are
the first person a student meets with these intersectional identities and therefore want to
normalize it.
Esther, Renee, Sue, Ann, Aviva, and Michelle each discussed aspects of Christian
hegemony in the workplace and how they respond to issues based on their personal values and
their Jewish upbringings. For example, Esther shared that her chosen functional area aligns
perfectly with her personal values that are rooted in Judaism, while Sue reflected that as an Event
Planner she grapples with “speaking up or staying silent” when a program is against her values.
Sue, Ann, Aviva, and Michelle also described their roles as mothers and how this identity has
shifted their professional identities; they always consider how their actions impact their
children’s lives. Reflecting on each of the participant interviews, the individual’s intersectional
identities helped them better understand the differences between and among others (Crenshaw,
1991). Each woman described an innate connection to other underrepresented populations based
on their intersectional identities, while also acknowledging their limitations of personal
experience.
Research Question 3
What strategies do Ashkenazi Jewish women professionals use to navigate through the world of
higher education and academia?
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As professionals, the participants acknowledged that they navigate the world of higher
education differently than their non-Jewish counterparts. While not all women were cognizant of
their approach or classified them as “strategies” during our conversation, all of the women
shared varying ways of how people learn about their Jewish identity. Rachel, Elizabeth, Esther,
Sue, Ann, and Aviva each explained that they share their Jewish identity depending on context.
Rachel said she is careful not to bring attention to herself and is very cognizant of how she
“performs” the Jewish customs leaning on her white privilege. Sue and Ann each rationalized
that depending on personal comfortability, they decide if, when, and how they want to present
their Jewish affiliation. Comparatively, Camryn is “unapologetically Jewish” in the workplace
showcasing her “Jewish joy” or “Jewish anger” depending on the situation. Michelle also said
that she seeks to educate others about Judaism to “get ahead of awkward conversations.” Maxie
agreed explaining that she was taught that it is better to inform than get bullied for being Jewish.
During the job search process, Renee, Esther, Elizabeth, and Aviva each shared how their
approach is different. During interviews, Renee references her identity during the “quote unquote
diversity question” as a religious minority but does not directly state she is Jewish. She also
wears a shirt where her Star of David necklace is hidden or wears something else. On the other
hand, Esther removes her Jewish jewelry during interviews and solely asks Human Resources
about Jewish Life in the city rather than potential colleagues “because that's where you can ask
that question.” Elizabeth has no indicators on her resume but wears Jewish jewelry during
interviews. While Aviva includes her applicable experiences in the Jewish sector on her resume
but does not “outwardly identify” as Jewish.
Some of the women also shared they find camaraderie with other Jews (faculty, staff, and
students) using implicit messaging or visual characteristics to “find” each other on campus.
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Elizabeth acknowledged that Jews in higher education have a way of discovering each other
“dropping little hints whether intentionally or not” to one another. Both Rachel and Maxie
explained that having “quintessential” Jewish names and stereotypically Jewish facial features,
prompts other Jews to seek them out and connect. Rachel, Elizabeth, Esther, Aviva, and Maxie
each shared that discovering other Jews and/or people aware of Jewish culture on campus made
them feel “seen on campus.” Maxie even asserted that having a Jewish coworker is “so much
more impactful because there's just another person who gets it. Who can shoulder that burden
with you.”
Moreover, from a Racial Formation Theory lens, each of the Jewish professionals
affirmed that they lean on their ability to “pass as white” in the workplace depending on the
socio-cultural context and their own comfort level. This privilege allows them to navigate the
world of higher education differently than others in the field. The ability to conceal their Jewish
identity from others may provide the women greater success in the field, but further research is
needed to confirm this idea.
Implications and Significance
Within the realm of higher education, Jewish women, specifically of Ashkenazi descent,
remain an unidentifiable population compared to professionals of color. Throughout this study,
Ashkenazi Jewish women asserted they “pass as white.” Some of the women explained that they
purposely omit sharing their Jewish identity based on the socio-political climate and/or campus
political environment. Others believed they have become invisible within the field because
colleagues are unaware or even overlook their Jewish identity. Since Jews make up a significant
number of professionals in entertainment, law, and medicine, society tends to believe this
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population is a dominant majority with privileged identities (Glauz-Todrank, 2014; LevineRasky, 2008; Maizels, 2011). However, Jews only make up 2% of the population.
As noted within the notion of intersectionality, people can experience privilege and
oppression simultaneously; it is essential to recognize the context of experience (Sensoy &
DiAngelo, 2017). As white appearing with ethnic ambiguity, Ashkenazi Jewish women make
the conscious decision when and how to disclose their Jewish identity in the workplace. Since
President Trump came into office in 2016 (Lipstadt, 2019; Weisman, 2018) and during the
COVID-19 pandemic with the increase of political unrest and systemic racism (ADL, 2020),
anti-Semitism continues to rise. On college campuses, this is not a novel issue, “How Jews,
Israel, and anti-Semitism fit into struggles about identity and power is vociferously contested in
the United States, not least on college campuses” (Judaken, 2018, p. 1123). The potential for
anti-Semitism and being racialized as a Jew is a key factor as to why individuals decide to not
disclose their Jewishness (Glauz-Todrank, 2014; Maizels, 2011; Singer, 2008; Schraub, 2019).
This research provided insight into what it looks like to be an “outsider-within” in the
field of higher education and how the notion of “self-censorship” and “tokenism” as a Jew in the
profession is a reality for Ashkenazi Jewish women professionals. Since Judaism remains an
invisible minority within the Academy, the role of Jewish women as postsecondary professionals
is often overlooked. It is important for institutions to question and survey their Jewish
populations on campus, rather than assume the Jews will assimilate into the majority culture. The
Jewish experience is different. The cultural teachings and traditions of Judaism are passed down
from generation to generation translated in Hebrew to “L’dor V’dor.” In order to best support
this population, colleges need to reevaluate their policies and practices and provide a space for
Jews to be their authentic selves.
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This study further illustrates that within academia the experiences of Jewish women are
multifaceted and dependent on the socio-political campus climate. Since no prior examination of
this specific population had been conducted, this research provides a foundation of knowledge
for future scholars to fill the gap in the literature on Ashkenazi Jewish women professionals in
higher education, specifically within the area of Student Affairs. The experiences of Jewish
women showcased throughout this study could also shed light on other invisible minorities
within the field.
Recommendations for Action
As discussed, women still face barriers in higher education. Women in top administrative
roles continues to be limited. Therefore, support for upper mobility is important. Professional
development academies focused on this goal exists for women, but funding and space is limited.
Mentoring needs to continue to occur at all levels in order for women to succeed in their roles.
Race, gender, and experience of the mentor is not critical, although similar identities are
beneficial. It is the insider knowledge offered by these professionals that makes the difference.
As my mentor always says, “Once you attain the next level of success, it is important to reach
back and lend a hand to the next generation to help them also move forward. We cannot be
complacent in the status quo.” It is also important for universities and colleges to provide
childcare options for mothers to succeed as professionals. The field professes the importance of
work-life balance, yet without flexible schedules, women continue to decide between their
professional and personal commitments.
In order for Jewish women, Jewish individuals in general, to thrive as higher education
professionals, there are multiple areas of change or support that is needed for this population to
succeed in the field. The first recommendation is to evaluate a policy change in regard to the
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Jewish high holy days that occur at the start of the Fall semester. Each woman, including myself,
have been instructed by our supervisors and required by Human Resources to report these
absences as “vacation days” if we wish to observe these central holidays. Using our accumulated
time off, while the rest of our colleagues receive days off for their holidays, is a constant
frustration affecting our morale. Supervisors adding the Jewish calendar to their personal work
calendars could help them in knowing when holidays are coming up and pave the way for
conversations with their Jewish staff. Other industries outside of education provide employees
with “floating holidays” to accommodate for such instances like this (Marzullo, 2018). Leave
policies need to be reevaluated on college campuses to include the Jewish high holy days.
Another recommendation is for college campuses to create campus-wide initiatives
and/or specific spaces for Jewish professionals to be authentic on campus. Other racial and
ethnic groups, including LGBTQ+ individuals, have affinity groups, yet this same opportunity
does not exist for Jewish individuals. As described, Jewish professionals find one another on
campus through implicit messaging, but it is typically a hidden comradeship. Creating space for
Jewish individuals to find one another purposely would allow them to feel a greater connection
to the university and one another. Maxie, one of the study participants working at a small liberal
arts college campus, even emphasized having a Jewish coworker is “so much more impactful
because there's just another person who gets it.” Colleagues may suggest Jewish professionals
become involved with the university’s Hillel or Chabad campus organizations (if they exist)
thinking this is like a staff affinity group. However, there are issues with this recommendation.
Hillel and Chabad’s role on campus is to specifically support and provide programming for
students. They may serve as a resource for staff and faculty, but they are not their target
demographic. In addition, Jewish professionals need to be conscious of their university
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positionality and roles on campus. If the staff attended an event and were to witness the Jewish
students engaging in activities prohibited by the Student Code of Conduct, they are required to
report it. This adds extra pressure and makes it difficult for the professionals to be their authentic
selves. Creating intentional space for Jewish faculty and staff to engage in genuine conversation
with one another is something colleges and universities should consider.
Moreover, adding specific university programming that celebrates the lives and
experiences of Jews and Jewish culture would be beneficial. May is Jewish American Heritage
month. If universities and colleges recognized the month, it could bring great awareness to the
campus community. Adding Jewish Studies specific courses to the diversity general education
curriculum and/or adding a section about Jewish identity in multicultural courses would provide
great knowledge of this identity. In addition, ensuring that December holiday celebrations are
inclusive of all identities is critical. Kosher food options should also be available on campus
rather than asking Jewish individuals to opt for vegetarian meals. Furthermore, during Passover,
a holiday when Jewish individuals are prohibited from eating food with yeast like bread, pasta,
and cereal, campuses should be cognizant of not offering solely pasta and sandwich options to
staff during this time.
A simple acknowledgement of Jewish culture or holidays at the university is a valuable
step. It showcases to the Jewish individual that their identity matters, that they matter. Instituting
any of these recommendations would greatly inform institutional policies and practices related to
the Jewish professional experience. Hopefully campuses will consider implementing one, two, or
all of them. It will add to the Jewish professionals’ sense of belonging on campus and create
greater morale.
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Limitations and Recommendations for Further Study
As the researcher, I was an “insider” and a member of the participant group. Some
qualitative scholars believe this is a limitation because as the researcher, I, am too close to the
phenomenon and thus unable to be subjective. Nevertheless, this positionality became a strength
of the study as it helped the participants and I find a common bond. We were able to relate to one
another through shared values, upbringings, and experiences.
Likewise, these findings are not generalizable to all higher education professionals as
only a small subset was being studied. The participants of this study included ten Ashkenazi
Jewish women entry and mid-level professionals within a functional area in Student Affairs from
varied regions across the continental United States. Seven of the ten participants worked at a
large 4-year public university. Each of the woman at these institutions mentioned the separation
of church and state believing religion should not be a topic of conversation in the workplace.
Future studies could examine the differences between the experiences of Jewish women
professionals at public universities compared to private institutions. Additionally, all of the
women identified as entry or mid-level professionals. Future scholarship could assess the
differences in experiences based on positionality. I suspect that as a Jewish professional becomes
the Chief Student Affairs Officer on campus their ability to speak up and shift the campus culture
to becoming more aware and welcoming of Jews is possible.
Additionally, the differences in experience based on region was a common topic of
conversation among the participants. A further study considering how regions influence the
experiences of Jewish women using both quantitative and qualitative research methods could
shed light on this issue. Another consideration for future research is time period. As antiSemitism continues to rise in America and across the globe, focusing research on a Jewish
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individual’s experience in the workplace prior to Trump’s election in 2016, between his
presidential term during the years 2016-2020, and after 2021 when a new President elect takes
office would provide greater understanding to how this issue has impacted their professional and
personal lives. Furthermore, this study solely examined Ashkenazi Jewish women professionals,
but future research needs to examine the experiences of Jews of Color higher education
professionals in order to provide a better understanding of the intra- and inter-experiences of this
ethno-religious population.
Researcher’s Experience
To be writing this dissertation at such an unprecedented time in history was…
challenging. I conducted the one-on-one interviews during the protests for the murder of George
Floyd and the rise of the Black Lives Matter movement amid a global pandemic; I also was
completing this study and writing up the findings as anti-Semitism rose across the world and
people continued to ignore the Jewish experience. In my reflective journaling, I found myself
questioning my own reasoning behind specific actions, finding connections with the participants
in my own experiences, and wondering how as a white functioning woman, my Jewish identity
has been disregarded many times. Nevertheless, I am confident that using my conceptual
framework and study design allowed me to appropriately manage the research process.
Self-Reflection Memorandum
As I reflect on this research, I realize that this topic overlaps between multiple
disciplines: Critical Whiteness, Ethnic Studies, and Jewish Studies. Over the last few years, I
have come to better understand my own racial, ethnic, and religious identity and have begun to
comprehend how the color of my skin and my cultural upbringing impacts my own lived
experiences. I am reminded that as educators, it is crucial that we have conversations about race
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and ethnicity, even if it is uncomfortable, “the dilemma is how to challenge the silence about
race and racism so that teachers can enter into meaningful and constructive dialogue with their
students” (Nieto & Bode, p. 34). I recognize that when I walk into a room, my appearance as a
white individual impacts the ways in which my students and colleagues see and interact with me.
The intersectionality of these dimensions causes an internal struggle within me, “The struggle
over which differences matter and which do not is neither an abstract nor an insignificant debate
among women. Indeed, these conflicts are about more than difference as such; they raise critical
issues of power” (Crenshaw, 1991, p. 1265). I feel as though I have to choose which identity to
present to the public in order to prove a point. In a way, I am living in two different worlds. In an
era full of change and understanding of the importance of differences, I hope that presenting my
holistic self is appreciated and celebrated.
However, as evidenced through the participants’ stories, decisions must be made. Often
Ashkenazi Jewish professionals allow the privilege of appearing as white individuals to take
precedence. I want to note that sometimes this is more out of fear of what could happen if people
were to learn about our Jewishness than being ashamed of our identity. This stems from the
intergenerational trauma that exists. Countless Jews are proud of their heritage, but antiSemitism is a reality many live with on a daily basis. When I was engaging in member checks
with Camryn, she reminded me the importance of our role in dismantling white supremacy and
being unapologetically Jewish. I look forward to the day Jews can be unapologetically
themselves in every facet of our lives.
Consequently, through the process of document analysis, I discovered that the women did
“edit” parts of their professional identity in their resumes and online profiles. Eight out of the ten
women intentionally omitted any Jewish affiliations on their resumes and LinkedIn profiles.
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When I questioned them, they each asserted that they are proud of their Jewish identity but felt
more comfortable when they removed certain aspects on their digital profiles. Two of them even
shared that they used to include Jewish organization affiliations, but due to negative experiences
with students and colleagues they decided to delete this connection. One participant, Aviva,
shared that it was important for her to include her Jewish experiences because, “my Judaism is a
part of me and that's a part of my experience. It's given me applicable skills that I want people to
know that I have.” Additionally, three of the women do showcase the observance and celebration
of Jewish holidays on their Facebook profiles and noted they are friends with many of their
colleagues. One of them concluded that she has to consciously decide if it is important to post
something about her Jewish identity questioning if it is worth sharing this aspect of herself
publicly. Engaging in this document analysis and realizing how the women omit parts of their
identities on their resumes and online profiles, I realized that I also engage in my own selfediting consciously deciding when to share.
The “identity politics” are real. I want to restate a quote that was shared in Chapter 3,
“Through an awareness of intersectionality, we can better acknowledge and ground the
differences among us and negotiate the means by which these differences will find expression in
constructing group politics” (Crenshaw, 1991, p. 1299). Thus, being aware of how we show up
in spaces allows us to find meaning in what is happening in the environment. Depending on
context, we may even lean on one identity more than another. The dichotomy of race and
ethnicity when it comes to Judaism is something we also still grapple with. Being able to walk in
these two different worlds is a peculiar experience, but we are also fortunate to have the ability to
choose how we want to present ourselves. As the women shared, this concept is our white
privilege, “a sociological concept referring to the advantages enjoyed and taken for granted by
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whites that cannot be enjoyed and taken for granted by people of color in the same context”
(DiAngelo, 2016, p. 108). People of color do not have this same privilege afforded to them. It is
important to be grateful for the privileges we have and use this opportunity to help others. It is
also a good reminder of the realities of the oppressed, while causing the oppressor to reexamine
their own privileges. In some contexts, Jews are the oppressed, while other times we may be seen
as the oppressor due to our light skin privileges.
Out of the countless articles I read, I only found one scholar mention (in a footnote) the
importance of proudly identifying our Jewishness in academic circles so that our “efforts to end
the oppression of other minorities can be valued as a counterbalance to the charge of Jewish
racism” (Horsburgh, 1993, p. 60). Jews consistently declare that social justice is at the center of
our belief systems. We must walk the walk, not just talk the talk. This includes advocating for
People of Color, Jews of Color, and other underrepresented identities, both inside and outside the
classroom, encouraging dialogue among individuals, and using multicultural curriculum in our
work to share our stories. I wonder how the research would have been different if I had engaged
in intra-religious and inter-racial dialogue. Realizing that each of the participants identified as
white and religiously were either Culturally Jewish, Reform, or Conservative, I reflect on how
Reconstructionist and Orthodox Jewish women professionals (either white Jews or Jews of
Color) navigate the world of Higher Education differently. I hope that further research will be
conducted in the future based on the lived experiences of these identities.
Furthermore, when I think about all of the issues occurring in today’s world and the
hardships others are facing, I continue to recognize the importance of multicultural education. I
know that many people are standing on the sidelines hoping for a change but, as Gandhi
proclaims, “Be the change you wish to see in the world.” Throughout my doctoral journey, I was
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reminded that I am carving a way and place in the world for people to understand what it means
to be a multicultural educator and how this teaching can be infused in our everyday work. I
believe that even small efforts can culminate into large changes. For example, in the first-year
seminar course I teach, I pride myself on the number of diverse topics we address in the
curriculum and I remind my students how important it is to be aware of others’ identities. I
devote multiple sessions for the students to learn about one another. I call them “diversity days”
as this is a term the students are familiar with, yet we dive much further into equity, social
justice, privilege, and oppression. I ask my students to bring in their real-world experiences so
that we can discuss as a class and identify ways of approaching the issues, while also
illuminating the many prejudices and “isms” that exist from their examples.
As educators, we must forge a path for the next generation to live in a more equitable
world. If we are not leaning into the difficult conversations, we are failing our students. In many
ways, I continue to grapple with the best way to use my own positionality in a university setting
and how I can best utilize my education and resources. I have seen that with time and experience,
my ability to facilitate and lean into these conversations is becoming better. I look forward to
continuing this critical dialogue because they are so many unanswered questions.
Conclusion
Chapter 1 and 2 provided an overview of the study and examined the literature on Jewish
identity, the racialization of Jews as “white,” the role of Jews and Jewish women in higher
education, and the relevant research that exists. Chapter 3 described the methodology of the
study and Chapter 4 discussed the findings from the one-on-one interviews guided by the
research questions. This chapter examined the implications and significance of this study and
how the research fills the gap in the literature. This research is the first of its kind investigating
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the lived experiences of this population using qualitative case study methods. The results provide
knowledge to future researchers that seek to better understand the experiences of Jewish women
professionals in higher education. Research rarely looks at Jewish women as a population, yet
the multi-faceted nature of their experience sheds light on other invisible minorities. The results
of this study could even be further applied to individuals with similar characteristics in other
professional roles.
As higher education professionals, we discuss dismantling white supremacy and engage
in conversations about anti-racism, yet the Jewish experience remains invisible to too many.
Some circles, specifically religiously affiliated organizations, have begun to discuss the
intersectionality of Jews of Color and the multifaceted identities of Jews. Unfortunately, Jews are
experiencing anti-Semitism at a “record high” (Anti-Defamation League, 2020). For example,
the Anti-Defamation League (2020) found that synagogues are being vandalized during protests,
Chabads’ on university campuses are being burned, and Jews on college campuses find swastikas
on their doors. I continue to grapple with these concerning facts, wondering the best way for
college campuses to respond and how Jewish higher education professionals can strategically
engage with colleagues. Within the Jewish community, some individuals discuss their
experiences with one another, while others do not. Providing this knowledge in the field is my
way of shedding light on the Jewish experience.
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APPENDIX A: SEMI-STRUCTURED INTERVIEW PROTOCOL
Consent Form Instructions
Before we begin, I want to double check to see if you have any questions regarding the consent
form? Please let me know if you have any questions or concerns.
Recorder Instructions
As you read in the Informed Consent document, I will be recording this interview today. The
purpose of recording this conversation is to ensure I get all details but still maintain a meaningful
dialogue with you. All of your comments will remain confidential and identified only using a
pseudonym.
Introduction
Thank you for your participation in my dissertation research topic: Experiences of Ashkenazi
Jewish Women Professionals in Higher Education. I will be asking you questions pertaining to
your background, social identities, and your career decision-making processes as a
postsecondary leader. As indicated in the consent form, we can stop at any time. Again, this
interview will remain confidential and anonymous.
Let’s begin…
Demographic Questions
1. Age
2. Marital Status
3. Children
4. Position Type:
a. Student Affairs Professional
b. Academic Affairs Professional
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c. Academic Faculty
d. Administrator and Adjunct Faculty
5. Functional Area
6. Academic Background
a. Bachelor’s
b. Master’s Degree
c. Doctorate
d. Doctorate degree in progress
7. Regional Location
a. Northeast: Maine, Massachusetts, Rhode Island, Connecticut, New Hampshire,
Vermont, New York, Pennsylvania, New Jersey, Delaware, Maryland
b. Midwest: Ohio, Indiana, Michigan, Illinois, Missouri, Wisconsin, Minnesota,
Iowa, Kansas, Nebraska, South Dakota, North Dakota
c. Southwest: Texas, Oklahoma, New Mexico, Arizona
d. Southeast: West Virginia, Virginia, Kentucky, Tennessee, North Carolina, South
Carolina, Georgia, Alabama, Mississippi, Arkansas, Louisiana, Florida
e. West: Colorado, Wyoming, Montana, Idaho, Washington, Oregon, Utah, Nevada,
California, Alaska, Hawaii
8. Please describe the Institution Type (i.e. 4-year public, liberal arts, community college,
Research 1, etc.)
9. Years in the profession
10. Years at your current institution
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Interview Questions
1. Tell me about yourself. Your current role and your path into the profession.
2. How do you see yourself Jewishly?
a. When did you first realize that you were Jewish? Different from others?
b. What aspects of your intersectional identities are you aware of?
c. How does being Jewish impact your personal life and how you perceive yourself?
Any Jewish values particularly salient for you?
3. Do you think Jews are white? How do you view yourself racially?
4. What is your thought process when deciding to be open with others about your Jewish
identity?
a. Where/when do you decide to reveal your Jewishness? Why did you decide to or
not? What type of consequences/experience did that have?
b. Have you ever experienced bias in the workplace due to your identity as an
Ashkenazi Jewish woman?
c. Does your institution respond when bias incidents towards Jews happen on
campus or around the country? How does your institution respond when incidents
occur towards other minority populations?
5. What was the hiring process for you? Did you share your Jewishness?
6. Are there any artifacts or identifiers in your office that represent your Jewish identity?
7. Do you reference your Jewish identity in your professional biography? On Online
platforms? Why or why not?
8. What is your relationship to your students? Do they know you are Jewish? What role do
you take with them? Any notable Jewish values?
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9. Are you aware of other people that are Jewish? How do you know?
10. Are there others on campus that you have found a kinship to? People of Color?
LGBTQ+?
a. Do you attend events for other identities? Do you notice if others do the same for
Jews?
11. BONUS: Do you use Yiddish in your everyday vernacular? How do people respond?
12. BONUS: Is professional development important to you? Have you found a connection to
your Jewishness?
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